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Abstract 
This research investigated the relationship and the links between Knowledge Management 
(KM) and Human Resources management (HRM). It also investigated the role of using KM 
and HRM in assisting the employee replacement process and sustaining knowledge once 
employees have been replaced. It investigated and explored the new localisation program 
called “Nitaqat” which operates in Saudi Arabia’s private sector.  In particular the drivers 
behind this program were examined.  
The research was carried out in four stages. In the first stage a literature review was 
conducted and it found that the relationship between KM and HRM is a strong one. 
Moreover, during this stage the researcher found, documented and suggested 15 strategies 
that were linked to the HRM core activities and could assist in retaining and sharing 
knowledge between employees. 
During the second stage, an interview with Nitaqat’s manager in Saudi Arabia’s Ministry of 
Labor was conducted. Archival analysis was done involving government documents and 
reports including those published by the Saudi Ministry of Labor. As a result of this stage the 
key drivers behind the new localisation program were found to include a high percentage of 
unemployment of Saudi Arabians, the high percentage of foreign workers in the country and 
the large remittances that those foreign workers send to their home countries. Moreover, this 
stage documented the steps that the Saudi’s Ministry of Labor took before and during the 
implementation of the new localisation program. Studies have been conducted on the 
program before and after the implementation stage with an emphasis on the initiatives 
involved.  
During the third stage of this research, thirteen case studies were carried out involving 
thirteen companies in the Saudi private sector. Five economic sectors were considered and 
selected to be covered in the case studies, where mostly foreign workers are employed in the 
 Page | XIV 
private sector in Saudi Arabia, (1) Construction, (2) Wholesale and Retail Trade, (3) 
Manufacturing Industries, (4) Agriculture, Forests, Hunting and Fishing and (5) Transport, 
Storage and Telecommunications. A total of 39 interviews were conducted with 13 Human 
Resources Managers, 13 local private sector employees and 13 non-local private sector 
employees.  This stage identified and documented the following:  HRM and KM current 
status and activities in the private sector companies; the effects of “Nitaqat”  - the new 
localisation program - on the selected companies; the barriers of Nitaqat program based on 
the view of HR managers, Saudi national employees (locals) and foreign employees (non-
locals); the barriers of sharing knowledge between employees; the motivation tools for 
sharing knowledge between the private sector employees and finally the views of the 39 
participants on Nitaqat program and its implementation.     
The fourth stage of the research linked the three previous stages and is concerned with 
recommendations that could assist Saudi Arabia’s Ministry of Labor in the successful 
implementation of Nitaqat by reducing the problems that it causes the private sector 
companies. Recommendations were listed in general and for HR managers in particular to 
help them sustain and retain the knowledge that may vanish when employees are replaced as 
a result Nitaqat program. 
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 Summary 
The new localisation program -Nitaqat- is an enormous opportunity for the Kingdom of Saudi 
Arabia, provided that it is applied correctly. If it is successful, the program could reduce the 
country’s unemployment rate and minimise the remittances that foreign workers transfer to 
their home countries. Successful KM and HRM strategies will assist in the worker 
replacement process and help retain knowledge that could give Saudi private sector 
companies a competitive advantage. Organisations in Saudi Arabia need to benefit from 
developed countries’ experiences and practices in order to ride the wave of worldwide 
development. This research will allow Saudi Arabia and other developing countries to benefit 
from and enrich the work in the field of KM and HRM. The country can replace foreign 
workers with locals without losing the competitive advantage provided by knowledge. This 
study provides an introduction and background to Saudi Arabia’s new localisation program. 
The main premise of this research is that retaining knowledge via Human Resources 
Management and Knowledge Management is important for maintaining a competitive 
advantage while replacing employees. After establishing the research rationale, this study 
states the research objectives which are: 
1. Identify the relationship between KM and HRM and explore the benefits of this 
integration in supporting employees’ replacement process.   
2. Investigate the Nitaqat program and considerations that are being made in relation to 
integration KM and HRM.  
3. Investigate and document the barriers that Saudi organisations may face while 
enforcing Nitaqat. 
4. Identify the role of KM and HRM integration in order to support the Nitaqat program 
and overcome resistance to and problems concerning its implementation. 
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The aim of the research is to assist the Human Resources managers, knowledge management 
researchers, company owners and senior management to better understanding of the 
importance of using Knowledge Management and Human Resources Management links to 
assist the employee replacement process/ employees’ turnover. Another aim is to help in 
retaining the needed knowledge that may be lost once employees have been replaced.  
Another primary aim of this research is to spark the academic interest and particularly that in 
Saudi Arabia academia of Saudi Arabia in the field of project management and knowledge 
management because it is currently severely lacking. 
The research found and documents a strong relationship between two managerial areas 
Knowledge Management and Human Resources Management. Moreover the research found 
and suggests 15 strategies based on these two concepts links’ that will retain the knowledge 
that can be caused by replace employees when they leave.  These strategies can be adopted 
by the Human Resources departments in any organisation and they can be considered as 
integral to advanced Human Resources management core activities. These strategies are: 
1. Documenting the vision, mission and objectives of the Human Resources Department and 
linking them to the company’s vision, mission and objectives so that company goals are 
being achieved.  
2. Documenting the organisation structure and job processes for all positions. 
3. Establishing a Strategic Human Resources Development Plan that includes a strategic 
management of all HR activities in order to achieve not only the objectives of the HR 
department but also the organisation. It means utilising the knowledge and skills of 
individual employees. 
4. Designing and implementing tools, processes, systems, structures, and cultures to 
improve the creating, sharing, and use of knowledge in order to enhance the company 
performance. 
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5. Developing a learning strategy in the organisation and linking it with the business 
strategy  
6. Developing the information system and technology strategy in order to serve and support 
the learning by developing processes for defining, creating, capturing, sharing, and acting 
on knowledge 
7. Adopting and creating a learning and knowledge sharing culture by making a visible 
connection between sharing knowledge and practical business goals. 
8. Enhancing communication between the employees in company so that effective 
knowledge sharing occurs. 
9. Adopting four characteristics of a successful learning organisation (Mills and Friesen, 
1992). These are: “First, the organisation should possess mechanisms that allow learning 
transfer from an individual to the group. Second, the organisation must make a 
commitment to knowledge. Third, the organisation must have a mechanism for renewal 
within itself. Fourth, the organisation should possess an openness to the outside world”. 
(Page 155-156). 
10. Developing and sustaining a knowledge-and-innovation-centric culture, accessing tacit 
knowledge, securing trust and commitment, handling non-traditional employees, and 
handling the organisational vulnerabilities arising out of a heavy dependence on key 
knowledge workers.  
11. Adopting a decentralised decision strategy in the selection stage which includes more 
than one individual making decisions and providing direction for the vacancies in the 
company. 
12. Adopting a selection strategy that includes the leaving employee to participate in 
interviewing and selecting stage for the new one “Person to Person fit” to ensure 
compatibility so that knowledge and experiences are shared smoothly. 
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13. Adopting a suitable performance appraisal system in the company to measure the 
employee’s performance and enhance the knowledge creation and sharing process.  
14. Establishing training strategy for each employee and position in the company and link 
them to both reward and performance appraisal systems. 
15. Adopting a documented reward system in the company and linking it to the performance 
appraisal system in order to motivate employees to share knowledge and develop learning  
The research also investigated and documented the new localisation program (Nitaqat) and 
the program barriers from the point of view of 13 Human Resources managers, 13 local 
employees and 13 non-local employees in the private sector in Saudi Arabia.  The barriers 
include and are not limited to: limited expertise that locals have, type of jobs, the cost of local 
compared to non-local employees, the reputation of some companies, the salaries, the time-
frame for applying Nitaqat and trust and commitment between employees and senior 
management. The detailed barriers are discussed in this research in Chapter 5 in more detail.   
Based on the findings of the literature review about Knowledge Management and Human 
Resources Management in assisting employee replacement process, the final research 
objective was achieved. Furthermore, the review findings about the strategies HR 
management requires when transferring knowledge between employees do answer the last 
main question posed in this research.  
Some of the barriers that were linked to the implementation of Nitaqat in Saudi Arabia can be 
easily overcome while others require greater effort from the government of Saudi Arabia. 
This is discussed further in Chapter 6.  
The employee replacement process is an important issue that may cause loss of knowledge 
when workers leave, and knowledge is considered an important intellectual capital for 
organisations. The HR departments have an important role to play in the transfer of 
knowledge to the new employee and this is linked to the Human Resources Management’s 
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core activities. Such as, documentation of all the policies and procedures of the HR 
department is essential and should cover all relevant procedures and contents of employees’ 
contracts. 
Establishing HR department strategies and linking them with the organisation’s main 
strategies, requires using an induction program to train new employees and include those who 
are leaving so that knowledge is transferred between employees.  
Performance appraisal system is important and plays a role in knowledge transfer between 
employees. Establishing a performance appraisal system in the company can assist also in 
reviewing the salaries and this can overcome some barriers in establishing the Nitaqat system 
as does occur in the Saudi private sector organisations. Performance appraisal has a major 
role in determining the weak links and points in the transferring of knowledge and it is 
necessary to evaluate the knowledge sharing practices in the company and how problems can 
be overcome.   
After determining the weak links so that a better PA system is put in place, the Human 
Resources department can assist the retention of manpower, retention of knowledge and 
overcome some of the barriers by including a reward system and training sessions.  In order 
to obtain the maximum benefits of transferring knowledge, Human Resources departments 
need to engage the leaving employees in training sessions as instructors for new employees. 
Staff encouragement is an important tool that assists in transferring knowledge and 
overcoming many problem relating to job type, salaries, trust of senior management and 
misunderstanding of local commitments.  Furthermore, encouragement using reward system 
and training sessions and courses will help company employees’ development and their 
motivation.  
Using communication and advanced information technologies such as email, intranet, data 
warehouses, extranet and the internet can play a major role in not just transfecting knowledge 
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but also in the documentation process. Doing so removes the barriers to trust and 
communication with employees. This also may be useful to systematise, enhance, expedite 
and establish knowledge departments in companies (Alavi and Leidner, 2001).  
Documentation of the strategies and goals of the HR department which includes a vision and 
a mission statement is an important method to overcome the barriers that are related to the job 
security, the reputation of the company and type of the job. 
These internal initiatives that are linked to the Human Resources department have a major 
role in motivating the staff, improving the organisational culture and establishing a learning 
culture, the last which can assist in establishing a healthy working environment.   
Companies in Saudi Arabia have to improve their recruitment plans in order to achieve not 
only the required Saudisation’s rate but also to raise the focus on the capabilities of new 
employees. Decentralisation of decision-making for selecting and hiring new staff was 
discussed in the literature review as being a superior to centralisation when it comes to 
knowledge transfer between employees.  
Using authorised employment channels to recruit new employees such as the governmental 
new incentives - Taqa’at, Hafez and Hadaf – will help the lack of expertise in the local 
market as these initiatives prepare job seekers for the workplace.  
All of the previously mentioned barriers were linked to HR department basic and core 
activities such as (selection, PA system, reward system and employee development system). 
These can be easily updated by changing how these activities are conducted or following the 
suggested mentioned strategies and linking them to an advanced knowledge management 
system.  
The company’s awareness of KM is vital for its future and its employees because private 
sector companies need to focus on their business prospects. This means maintaining the 
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knowledge before losing their expert non-local employees and losing their knowledge that is 
worth much more than was previously expected. 
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CHAPTER 1: INTRODUCTION 
This research is descriptive and qualitative in nature. It investigates the links between 
Knowledge Management and Human Resources Management and the use of these links in 
order to assist the employee replacement process. The first main objective of this research is 
to identify the relationship between KM and HRM and explore the benefits of this integration 
in supporting the employee replacement process. The second main objective is to investigate 
the Saudi new localisation program known as “Nitaqat” and the considerations that are being 
made in relation to integrating KM and HRM. The third main objective is to investigate and 
document the barriers that Saudi organisations may face while enforcing Nitaqat. The fourth 
final objective is to identify the role of KM and HRM integration in order to support Nitaqat 
program in Saudi Arabia and overcome its barriers.  
The theme of the research is qualitative involving an in-depth investigation of the 
localisation program “Nitaqat” in Saudi Arabia. 
This research also assist Human Resources managers, knowledge management 
researchers, companies owners and senior management to better understand the importance 
of using knowledge management and Human Resources management links to assist the 
employee replacement process/ employees’ turnover and also to retain the needed knowledge 
that could disappear when workers leave. 
The author is interested in increasing academic interest in Saudi Arabia, specifically 
with reference to project management and knowledge management which is severely lacking. 
This chapter provides an overview and outlines the scope of the thesis. It explains the 
research background, the rationale for the research, research objectives, research questions, 
research methods along with the scope and limitation of this research.  
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1.1 Background of the Study  
In June 2011, the Kingdom of Saudi Arabia announced a new program for supporting 
the “Saudisation” initiative that has been discussed since the beginning of the millennium. 
Saudisation initiative, which meant replacing foreign workers in the Kingdom of Saudi 
Arabia with locals (Al-Dosary and Rahman, 2005). 
The aim of the Saudisation initiative was to ensure that a certain proportion of locals 
are employed in order to place limitations on foreign workers.  One of the biggest problems 
in Saudi Arabia is the unemployment rate for locals. A decade ago the percentage of non-
working Saudis was 8.2% (Looney, 2004). This increased in 2010 to 10.8% and these figures 
are for male citizens only; other estimates for both male and female citizens range as high as 
30% (Ramady, 2010). The Saudisation initiative has three main goals, listed by Looney, 
(2004) as follows: 
 Increasing the percentage of employment among locals 
 Reducing the country’s over-reliance on foreign workers. The percentage of 
foreigners in the Saudi labour force is estimated at 51%, considered to be the highest 
in the world (OECD, 2011; See Figure 1). 
 Reducing the remittances that foreign workers send to their home countries.  The 
Migration and Remittances Fact Book (2011) showed that Saudi Arabia sends more 
than US $26 billion in such remittances (World Bank, 2011; See Figure 2). 
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Figure 1.1 Percentage of foreigners in the labor force in different countries 
Source: The percentage of foreigners in labor force, OECD, (2011) 
 
 
 
Figure 1.2 Top 10 sources of remittance payment (US$ billion), 2009 
Source: World Bank Migration and Remittances Fact Book (2011) 
 
The new program is called “Nitaqat,” which is an Arabic word meaning zones or 
limits. The primary goal of this program is to assist the Saudisation initiative and to absorb 
Saudi job seekers in order to reduce the unemployment rate in the country by forcing the 
companies and firms to hire locals. The Saudi Ministry of Labor launched the program in 
June 2011, and some decisions accompanying this program were announced by the Saudi 
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Minister of Labor, Adel Fakieh. “Nitaqat” classifies firms using grey, green, yellow and red 
colours according to how well they follow “Saudisation” rules. In addition, the Ministry 
classifies companies in Saudi Arabia in 41 categories based on economic activity, and each 
category is divided into four subcategories based on the size—giant, large, medium or 
small—of the company.  
Excellent  
 Entities achieving superior 
nationalisation performance with the 
highest percentage of local 
employees. 
Green 
 Entities achieving good 
nationalisation performance, with 
the highest percentage of local 
employees. 
 Green and Excellent companies 
represent the top half of entities with 
same size and economic activity. 
Yellow 
 Entities achieving below average 
nationalisation performance with the 
lower percentage of local employees. 
Red  
 Entities achieving poor 
nationalisation performance by hiring 
the lowest percentage of local 
employees. 
 These firms represent the bottom 
one fifth percentiles of entities with 
same size and economic activity.  
Figure 1.3 The main four categories for Nitaqat 
Source: Saudi Ministry of Labor 
 
For each subcategory, the Ministry sets minimum requirement percentages for hiring 
locals. The program will evaluate companies in the Saudi private sector based on their type of 
economic activity and size. Figure 1.4 shows an example for the minimum requirement 
percentage for locals in international schools in Saudi Arabia. The full list of the minimum 
requirement percentage for locals in each sector can be seen in Appendix 6.  
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Figure 1.4 The Minimum Requirement Percentage of Locals in International Schools in Saudi 
Arabia 
Source: Saudi Ministry of Labor 
 
 
 The Nitaqat program aims to determine the nationalisation quotas for each sector which 
varies according to the economic activity and number of employees in a company. In order to 
devise realistic quotas, the Ministry of Labor has remapped the Saudi private sector into 45 
economic activities and categorised companies into five sizes based on number of employees: 
 Micro (0–9 employees) 
 Small (10–49 employees) 
 Medium (50–499 employees) 
 Large (500–2999 employees) 
 Giant (3,000+ employees) 
 Micro entities have been exempt from the program at the first stage of lunching the program 
to ensure fairness and protect small businesses. This has led to 180 different nationalisation 
quotas for business entities of various sizes and sectors. (see Appendix 6 for details of Nitaqat 
requirements for each sector). 
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The following table (Table 1.1.1) shows the nationalisation quotas for various firm sizes in 
the Building Materials & Construction sector, thereby providing a view of the Nitaqat 
program. 
 
Table 1.1 Nitaqat quotas for the Building Materials & Construction sector 
Source: Saudi Ministry of Labor 
 
Red Yellow Green Excellent 
1-10 employees (micro) Not applicable Not applicable Not applicable Not applicable 
10-49 employees (small) 0-1% 2-4% 5-24% 25% above 
50-499 employees (Medium) 0-1% 2-5% 6-27% 28% above 
500-2999 employees (Large) 0-3% 4-6% 7-30% 31% above 
3000-more employees (Giant) 0-4% 5-7% 8-30% 31% above 
 
Moreover, the program sets penalties for non-compliance with the rules.  One of the 
decisions that accompanied this program was the restriction of foreign workers who had lived 
less than 6 years in Saudi Arabia for both red and yellow zone companies.  Another decision 
was announced that companies in Saudi Arabia who do not employ enough Saudi nationals 
might find themselves without foreign workers. The Ministry will not allow existing working 
visas to be renewed for non-Saudi workers and these companies will not be allowed to obtain 
new working visas for new foreign workers (Arab News, 2011). 
After the Ministry’s announcement, criticisms of the decision to replace foreign 
workers emerged. Kawach (2011) described this program as “aggressive” because it will 
force the private sector in Saudi Arabia to create jobs for its citizens and abandon foreign 
workers. Moreover, the decision provides no consideration for the efforts made by foreign 
workers over many years. However, the Ministry of Labor announced later that it recognised 
the role of non-Saudi workers in developing the country and that the country appreciates their 
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efforts. The Ministry announced several decisions regarding the foreign workers’ benefits. 
Firstly, foreign workers have the right to ask the ministry about their employer’s status; if 
their employer is in the red zone, they need to find a green zone company to work with before 
the expiration of their visas. Secondly, foreign workers employed by companies in the red 
zone can transfer to companies in the green zone without permission given by their previous 
employers. They can transfer also to yellow zone companies, working with them until the 
expiration of their current visas.  For example, if a foreign worker finds that his current 
employer is in the yellow zone, he has worked with that employer for 5 years and his current 
working visa will expire soon, he has the choice to renew his current visa for another year or 
try to find another job in the green zone and renew his visa for another 5 years. Lastly, the 
ministry announced that it established a 24/7 multilingual hot line for foreign workers to ask 
questions and lodge complaints. 
The Saudi Minister - Adel Fakieh mentioned on the Ministry’s website that the time is 
right to force companies in the Saudi private sector to hire locals (Arab News, 2011). The 
Minister stated that the idea of this program was built on real data that indicates serious 
issues, such as the number of foreigners hired by private sector companies last year, was 9 
times higher than the number of Saudi locals. Moreover, the number of work visas that the 
Ministry of Labor has issued during the last 2 years was more than 2 million. Finally, the 
remittances transferred involved around 8 million foreign employees during the last two years 
and the total sent overseas was US $27 billion (Wahab, 2011). 
Yeganeh and Su (2008) argued that employees can be considered valuable assets that 
help to influence the competitiveness of the organisations. However, in the case of Saudi’s 
new localisation program, the knowledge that foreign workers hold is the most valued asset. 
In order to transfer it successfully to locals, the country should act soon in order to retain the 
needed knowledge and maintain the competitive advantage of IC. 
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The Nitaqat program is being implemented in a phased manner. After the formal 
announcement of the program in June 2011, all companies were asked to update their 
employee information both at the General Organisation for Social Insurance (GOSI) and the 
Ministry of Interior to calculate their nationalisation levels. 
Table 1.2 Nitaqat program phases 
Source: Saudi Ministry of Labor 
June 2011 Sep 2011 Nov 2011 Feb 2012 
Announcement of 
Nitaqat program. 
Implementation of 
Nitaqat begins. 
Suspension of work 
permits renewals of 
employees of Red 
zone companies. 
Suspension of work 
permits renewals of 
employees of Yellow 
zone companies. 
Companies asked to 
update employee 
information. 
Suspension of certain 
services to entities in 
the lower zone.  
Employees of Red 
zone companies free 
to move to other 
companies in 
Yellow, Green or 
Excellent zones. 
Employees of Yellow 
zone companies fee 
to move to other 
companies in Green 
or Excellent zones. 
 
In the second phase of the Nitaqat program, which started in September 2011, Saudi 
Arabia’s Ministry of Labor started suspending services such as visa transfer, issuance of new 
visas and opening files for new businesses or even branches of companies in both the Yellow 
and Red zones. 
The third phase started in November 2011 and companies in the Red zone were not 
allowed to renew work visas of expatriates, while foreign employees in those companies are 
permitted to move to other companies in the Excellent and Green zones without the current 
employer’s approval. 
An earlier regulation required non-local employees to work for at least two years with 
the current employer before moving to another job.  
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The final phase became enforceable in February 2012, during which companies in the 
Yellow zone were not allowed to renew work visas of non-local employees who have stayed 
for six years or more in the Kingdom.  
To continue their stay beyond six years, non-local employees of companies in the 
Yellow zone would have to move to Excellent and Green zones companies, which they could 
do without the approval of their employer from February 2012.  
  The Saudi Ministry of Labor announced that Nitaqat program is designed so that 
50% of companies in the same sector and of identical size would be designated as either 
Excellent or Green zones. Depending on the zone under which the companies fall, they would 
either receive incentives in the form of services and facilities or face several sanctions.  
Nitaqat provides several incentives for companies in the Excellent and Green zones. 
Companies in the Excellent zone can hire anybody from anywhere in the world and apply for 
visas with through the Ministry of Labor’s electronic system. They are also entitled to a one-
year grace period if their municipal and professional licenses or commercial registrations 
expire. Similarly, companies in the Green zone enjoy benefits such as applying for new visas 
every two months, the facility to change their foreign workers’ professions (except those 
restricted to Saudis such as Human Resources managers), and a six-month respite after the 
expiry of their Zakat and revenue certificates.  
The Nitaqat program is being run alongside another program called “Hafiz”, which is 
another initiative of the Ministry of Labor. Hafiz is an unemployment benefits national 
program which grants a monthly allowance of SAR 2,000 to unemployed Saudi Arabian men 
and women.  
The program also helps Saudi jobseekers to find jobs, and provides them with 
training. The number of beneficiaries under the Hafiz program rose to close to a million in 
April 2012 from about 500,000 when the program started in November 2011.  
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The Human Resources Development Fund (HRDF) which administers the payment of 
the monthly assistance has paid out about SAR 4 billion to the Hafiz beneficiaries up to April 
2012.  
According to the director general of HRDF, the program is expected to pay out about 
SAR 20-30 billion by the end of the first year. The beneficiaries would however lose their 
allowances if they fail to meet the program guidelines such as attending interviews and 
training sessions.  
In an attempt to bolster the implementation of the Nitaqat program, the government 
plans to introduce a wage protection system. As part of this program, the Ministry of Labor 
will electronically monitor the payment of wages to both Saudi and non- 
Saudi workers and ensure that contractors fulfill their obligations. As this wage protection 
system will be directly linked to the Social Insurance Organisation and Nitaqat program, it 
will prohibit workers from doing several jobs at the same time. This program will be 
implemented in a phased manner, starting with bigger companies and gradually extending to 
smaller companies. 
1.2 Rationale for the Study 
The literature on KM is abundant, and the effects of the correct application of it for 
the success of any firm have been much discussed. The literature on HRM and its processes 
is similarly abundant and useful. However, much of the literature addresses developed but not 
developing countries. Furthermore, the literature on the relationship between KM and HRM 
is not readily available.  
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1.2.1. Need for Further Research Regarding the Relationship between KM and 
HRM 
The literature on Knowledge Management is rich but has not yet investigated and 
theorised the link with Human Resources Management in detail. Also, many studies linked 
KM with IT but have not linked KM with Human Resources strategies in a clear way 
(Afiouni, 2007; Haesli & Boxall, 2005; Carter & Scarbrough, 2001; Har et al., 2010; 
Maqsood, 2006; Shih & Chiang, 2005).  
This study will link and clarify the importance of Human Resources Management 
themes for managing knowledge. Furthermore, it will document this link with special 
reference to employee replacement.  
 
1.2.2. Need for Further Research on KM and HRM in Developing Countries 
The World Bank (1999) report “Knowledge for Development” showed that research 
on KM is lacking in developing countries because innovation has mostly occurred in 
industrialised/developed countries (World Bank, 1999). Malhan and Gulati (2003) mentioned 
that developing countries are facing problems with managing knowledge for several reasons 
such as the uneven access to the latest technologies, lack of research and studies that relate to 
both developing countries and Knowledge Management, and finally the lack of the 
appreciation of the value of Human Resources in knowledge management. Kong et al. (2011) 
noted that the research in relation to Human Resource practices and Knowledge Management 
has mostly been done in developed countries while it is less understood in developing ones. 
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1.2.3. Need for Research in Saudi Arabia 
In Saudi Arabia, the new localisation program launched by the Ministry of Labor in 
June 2011 has involved many controversies that will lead to the export of a huge amount of 
knowledge outside the country.   
The rationale for this study has primarily economic benefits for Saudi Arabia as it 
mentioned before but there are also underlying social and political benefits that will be 
mentioned. 
Abdul-Ghafour (2007) stated that the trend of unemployment in Saudi Arabia is a 
worrying one. This issue will lead to many economic and social problems in the future and 
many studies show that one of the biggest obstacles in maintaining stable society is the rising 
of unemployment rate (Gordon, 2009; Feldstein, 1974; Hammer, 2003). 
In another study Atiyyah (1996) asserted that the relying on foreign workers in all 
Arab Gulf countries (Bahrain, Kuwait, Oman, Qatar, Saudi Arabia and the United Arab 
Emirates) has social and political outcomes that could cause problems, in that these host 
countries’ customs and cultures alien to foreign workers. This issue will need further research 
and policies in order to manage and reduce any potential threat to the Gulf countries.   
Mellahi and Wood (2001) argued that the Saudi private sector has no clear plan for 
recruiting and retaining qualified locals due to the lack of “universal agreement” that can 
assist the HR departments in staffing locals. This issue plus the low wages of non-locals 
assisted in the rising unemployment rate in Saudi Arabia. A universal agreement or what it 
can be described as “best practice” needs to be published by the Saudi Ministry of Labor in 
order to encourage the localisation initiative.  Furthermore, it should cover many important 
facets such as the best ways of replacing non-locals with locals, the needed minimum wages, 
job security and maximum working hours, etc.  
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Sadi and Henderson (2010) examined the Saudisation initiative before the 
announcement of the current localisation program “Nitaqat”. They suggested seven 
recommendations that will assist in minimising the unemployment rate in Saudi Arabia from 
their point of view. Some of these recommendations were: firstly, building a national 
information center in Saudi Arabia interested in jobs vacancy and jobs seekers; secondly, 
conducting special training courses to jobs seekers to orient them to the jobs environment and 
other work-related issues; and thirdly, improving the government and private education 
system in the country in order to meet the market needs and especially the technical 
providers.  
They argued that Saudi Arabia is capable of adopting and applying the above-
mentioned recommendations and they considered these recommendations as essential for this 
century and will help in reducing the unemployment rate in Saudi Arabia.   
The previous mentioned recommendations are linked to KM and HRM and this study 
will discuss and show these links in the thesis. Moreover, the study will discuss the previous 
recommendations in order to help the country to find a way to maintain the needed 
knowledge in order to achieve a competitive advantage. Furthermore, this research will assist 
the government of Saudi Arabia to establish the localisation initiative, which has many 
economic and social benefits.  
 
1.3 Statement of the Problem 
What is the relationship between Knowledge Management and Human Resources 
Management and how can this relationship assist the employee replacement process in Saudi 
Arabia with the new program Nitaqat? 
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1.4 Research Aim  
The aim of the research is to assist the Human Resources managers, knowledge 
management researchers, companies’ owners and top management to better understanding of 
the importance of Knowledge Management and Human Resources Management links in 
assisting the employee replacement process, employee’s turnover and retain essential 
knowledge in the organisation when workers leave.  
1.5 Research Objectives 
The main objectives of this research are: 
1. Identify the relationship between KM and HRM and explore the benefits of this 
integration in supporting the employee replacement process.   
2. Investigate the localisation program (Nitaqat) and the considerations that are being 
made in relation to KM and HRM integration.  
3. Investigate and document the problems or barriers that Saudi organisations may face 
while enforcing Nitaqat. 
4. Identify the role of KM and HRM integration in order to support Nitaqat program in 
Saudi Arabia and overcome its barriers. 
1.6 Research Questions 
This research will answer the following five main research questions (RMQ): 
RMQ1: What is the relationship between KM and HRM? 
RMQ2: How may the integration of KM and HRM support the employee 
replacement process? 
RMQ3: What considerations are being made by the Saudi Ministry of Labor in 
relation to KM-HRM integration before and during enforcing the new 
localisation program “Nitaqat”? 
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RMQ4: What barriers are Saudi organisations facing while enforcing Nitaqat? 
RMQ5: How the integration of KM and HRM may support the Nitaqat program and 
overcome barriers hindering its implementation?   
1.7 Research Methodology 
This study is considered to be an example of a Social Constructivism Approach (case 
study, descriptive study, and exploratory research) because it seeks to document a particular 
interest, the links between HRM and KM, and to investigate the role of these links in 
supporting the employee replacement process. For the purpose of obtaining necessary data, 
the researcher employed qualitative research techniques. This decision was based on the 
rationale and objectives of the study, the required depth of the investigation and dominance 
of ‘how’ and ‘what’ questions. Based on the primary research questions posed, the research 
approach and instrument chosen to achieve the best results are tabulated in Table 1.7.1 below.  
The first and second objectives and research questions were answered by conducting a 
literature review. This helped to identify the links between Knowledge Management and 
Human Resources Management and their role in retaining the needed knowledge that might 
get lost when employees leave or are dismissed. The third and fourth questions and objectives 
were addressed by the in-depth case study interviews. Tools to collect data included 
interviews, documentation and archival analysis. The fifth question and objective was based 
on the analysis and integration of case studies and linking them to the findings arising from 
the literature review. The detailed methodology employed in this thesis is discussed in the 
Chapter 4. 
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Table 1.3 Linking the main research questions with the analytical approach and instrument  
Question Research Approach Research Instrument 
1 Literature Review  
2 Literature Review    
3 Case study+ Archival Analysis Semi-structured Interview + Document 
analysis 
4 Case study  Semi-structured Interviews 
5 Analysis and integration of case 
studies 
  
 
 
1.8 Research Stages 
 
Figure 1.5 Main stages of the research process 
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1.9 Assumptions and Limitations 
If the results of this research were applied in a Saudi Arabian firm, there should not be 
a problem because it will support examples of employee replacement. There may, however, 
be opposition from groups at some management levels who may not be familiar with new 
ideas or who may not prefer any changes in the system. This problem can be eliminated via a 
changing management approach. Another solution involves providing a public awareness 
session to clarify the benefits that can be gained from using the suggested strategies. The 
research will be qualitative and relies on in-depth investigation via several interviews of 
people working in Saudi private sector companies. The results obtained will be specific to the 
organisations studied in Saudi Arabia but may have general implications for understanding 
the role of integrating of KM and HRM in assisting the employee replacement process in 
other developing countries with similar issues specially the countries in Middle East and the 
Gulf Cooperation Council (GCC) countries. 
1.10 Expected Outcomes from this Research  
By investigating the role of Knowledge Management and Human Resources Management in 
assisting the employee replacement process, the expected outcomes of this research are as 
follows: 
• Contribution to the creation of new knowledge in the area of KM and HRM linkages.  
• Using of KM and HRM to support the employee replacement process.  
• Better understanding of the new localisation program known as “Nitaqat”. 
• Knowledge about the organisations’ view on “Nitaqat”. 
• Increased knowledge about the barriers and problems hindering the implementation of 
“Nitaqat”.  
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1.11 Brief Overview of Structure of the Thesis  
This thesis is divided into six main chapters. It starts with an introduction of the topic in 
Chapter 1 followed by a literature review in Chapter 2 and then in turn by an introduction of 
the concept of the localisation program (Nitaqat) in Chapter 3. Chapter 4 is presents the 
research methodology and design and Chapter 5 is the analysis of data collection. Finally, 
Chapter 6 concludes the thesis with a summary of the main themes covered.  
Chapter 1 gives an introduction of the topic of this thesis. It starts by the introduction and 
background of the phenomenon case of the new localisation program “Nitaqat” then it 
addresses the statement of the problem and the research aims and objectives.  Thereafter, the 
chapter discusses the questions that this research investigates. A brief discussion is also 
presented on the methodology and the instrument for executing this research and the research 
stages. Then, it goes on to describe the rationale behind this research. The assumption and 
limitation of this research and the expected outcomes also were listed in this chapter. Further, 
this chapter lists the conference and journal papers that were submitted during the PhD 
journey.  
The purpose of Chapter 2 is to provide a review of the related literature on the areas that 
related to this research. The literature review is covering and defining the two main areas 
which are the Knowledge management and the Human Resources management. Also Chapter 
2 explored the links between Knowledge management and Human Resources Management 
and using these links to assist employee’s replacement process. Finally, the chapter provides 
a literature review summary sheet that show how the different research questions and 
subsequent interview questions are linked and connected to the literature.  
Chapter 3 presents a brief background about Saudi Arabia as a country and the situation of 
the Knowledge management in Saudi Arabia. Further, the chapter introduces the employment 
law in Saudi Arabia. Also, chapter 3 presents the unemployment rates in the country and their 
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distribution by the level of education. Moreover, chapter 3 presents the new localisation 
program “Nitaqat” which is based on the interview questions and responses of the Saudi 
Arabia’s Ministry of Labour. Finally, chapter 3 provides a summary about the program and it 
is status in Saudi Arabia. 
Chapter 4 is the Research Methodology, that was included to explain the research 
methodology and design that was selected and used to carry out this research. The chapter 
starts with the discussion on research, philosophical perspective and paradigms of research 
followed by a discussion on research approach and strategy. Subsequently the argument is 
made about the selection of an appropriate methodology for this research. The followed 
section of this chapter describes the research Method and design for the research. Then, the 
stages of executing this research are presented followed by presenting the sample and data 
collection section. The chapter also shows the links between the interview questions and the 
research main questions. Then, this chapter introduces “QSR NVivo 10” program that was 
used to theme and code the collected data in the data analysis stage. The last section of this 
chapter discusses the validity, reliability, testing the interview questions and ethical standards 
of this research.  
Chapter 5 is the data analysis and discussion. The aim of this chapter is to present a clear 
analysis and a detailed description supported by selected paragraphs from the literature 
review in order to a present a better understanding for each code and theme.  
This chapter shows at the beginning the companies that were agreed to be interviewed and 
their economic activities. Then it shows how the data were coded and arranged by using 
NVivo program in order to get the main themes to execute the analysis. Also this chapter 
present and discuss important themes for this research which are the Human Resources 
structure, the performance appraisal system, the reward system, organisation culture, training 
and development, employment, HR policies and procedures, Nitaqat program, local 
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employees and the localisation program, non-local employees and the localisation program. 
The chapter ends with a table that linked the research main questions, interview questions, the 
NVivo codes, themes with the memos and notes that were gathered through the data 
collection stage.  
Chapter 6 is the “conclusion and recommendation” chapter and this is the last chapter of this 
thesis and it start with a discussion about the findings of this research thesis. The findings are 
discussed in order to answer the research main five questions that were presented at this 
chapter. Subsequently the chapter discusses about the recommendations proposed by this 
research, followed by the contribution of knowledge and the limitations of this research. 
Lastly, the chapter proposes the recommendations for future research. 
 
1.12 Conference and Journal Papers 
This thesis work has so far resulted in the publication of 4 conference papers and 3 journal 
papers: 
 Alshanbri, N, Tawani, V, Khalfan, M, Rahmani, F and Maqsood, T (2012), 'Link 
between knowledge management and human resource management', in Dean 
Kashiwagi and Kenneth Sullivan (ed.) RICS COBRA 2012 - Construction, Building 
and Real Estate Conference, Arizona, USA, 11-13 September 2012, pp. 1262-1269. 
http://researchbank.rmit.edu.au/view/rmit:18358 
 Alshanbri, N.; Khalfan, M. and Maqsood, T. (2012), Link between knowledge 
management and human resource management in sustaining intellectual capital, in the 
proceedings Research, Development, and Practice in Structural Engineering and 
Construction during the Australasia and South East Asia Conference in Structural 
Engineering and Construction (ASEA-SEC-1), 2012, Curtin University, Perth, 28 
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November - 2 December 2012, pp. 1141 – 1146. 
http://researchbank.rmit.edu.au/view/rmit:18347 
 Alshanbri, N, Maqsood, T, Khalfan, M, Rahmani, F and Noor, M (2013), 'Sticky 
knowledge and the role of human resource management in facilitating the knowledge 
transfer process', in Syed M Ahmed; N. Smith; S. Azhar; C. Yaris; A. Shah; R. 
Farooqui and C. Poythress (ed.) Proceedings of the 7th International Conference on 
Construction in the 21st Century (CITC VII) 'Challenges in Innovation, Integration 
and Collaboration in Construction & Engineering', North Carolina, USA, 19-21 
December 2013, pp. 1-8. 
 http://researchbank.rmit.edu.au/view/rmit:23885 
 Alshanbri, N., Khalfan, M., Noor, M., Dutta, D., Zhang, K. and Maqsood, T. (2015). 
Employees' turnover, knowledge management and human recourse management: a 
case of Nitaqat program In: International Journal of Social Science and Humanity 
(IJSSH), 5, pp.701 – 706   
http://researchbank.rmit.edu.au/view/rmit:30120 
 Alshanbri, N, Khalfan, M and Maqsood, T (2014), 'Nitaqat program in Saudi 
Arabia', International Journal of Innovative Research in Advanced Engineering, 
vol. 1, no. 10, pp. 357-366 
 http://researchbank.rmit.edu.au/view/rmit:28551  
 Alshanbri, N., Khalfan, M., and  Maqsood, T. (2015). Localization Barriers and the 
Case of Nitaqat Program in Saudi Arabia. Journal of Economics, Business and 
Management, 3(9).  
http://researchbank.rmit.edu.au/view/rmit:30121 
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 Alshanbri, N.; Khalfan, M. and Maqsood, T. (2015). Human Resource Management: 
A Case of Kingdom of Saudi Arabia. In 2nd International Research Conference on 
Engineering, Science and Management (IRCESM 2015). June 7-11. Dubai. pp. 8-13. 
 
1.13 Chapter Summary  
The chapter has introduced and explained the topic “Investigating the role of Knowledge 
Management and Human Resources Management in assisting the Employee Replacement 
Process: A Case of Saudi Arabia’s New Localisation Program “Nitaqat”. This program 
represents an enormous opportunity for the Kingdom of Saudi Arabia to improve local 
employment practices, provided it is applied correctly. If it is successful, the program could 
reduce the country’s unemployment rate and minimise the remittances that foreign workers 
send to their home countries. Successful KM and HRM strategies will assist in the employee 
replacement process and help retain knowledge that could give Saudi private sector 
companies a competitive advantage. Businesses in Saudi Arabia need to benefit from 
developed countries’ experiences and practices in order to benefit from worldwide 
development. This research will allow Saudi Arabia and other developing countries to take 
advantage of KM and HRM. The country can replace foreign workers with locals without 
losing the competitive advantage provided by retained knowledge. The main premise of this 
research is that retaining knowledge via Human Resources Management and Knowledge 
Management is important for maintaining a competitive advantage while replacing 
employees. After establishing the research rationale, this chapter stated the research 
objectives and explained the research questions and research proposition. Then, this chapter 
provided a brief description of the research method and how the research process will 
proceed. At the end, the structure of this thesis was presented.  
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CHAPTER 2: LITERATURE REVIEW 
This chapter reviews the relevant literature related to the topic being researched. Searching 
for the potentially relevant literature and theories underlying studies is essential especially in 
the early stages of the research (Fellows & Liu, 2008).  A literature review is the knowledge, 
information and summation of main issues linked to a specific topic so that a reader can 
understand it (Fellows & Liu, 2008). They also suggested a logical framework for the 
literature review process as shown in Figure 2.1.  
 
Figure 2.1 Literature Review Process (adapted from Fellows & Liu, 1997) 
 
This literature defines and covers the two main areas known as the Knowledge Management 
and the Human Resources Management. Further, it will explore the links between those two 
areas and using these links to assist the employee replacement process. At the end of this 
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chapter, a literature review summary sheet will be presented to show how the different 
research questions and subsequent interview questions are linked and connected to the 
literature. 
2.1. Knowledge Definition   
 Lang (2001) distinguished knowledge from information and data, and defined it as a human 
creation that is embodied in the mind. The author argued that knowledge cannot be delivered 
by systems or technology. A highly accepted and notable classification of the term is “tacit 
and explicit knowledge” as posited by Polanyi (1967). Knowledge is considered to be one of 
the most important elements or factors in sustaining an organisation’s success. This is 
because of its role in understanding how things work and aiding future plans. Sustaining 
knowledge needs proper management and this is why knowledge management has emerged 
as one of the most important subjects in the field of organisation research. Many 
organisations have the requisite tools and technologies for managing and sharing knowledge 
between their employees. However, many still struggle with this aspect of their operations. 
The issue of knowledge management and the role of using technologies in managing 
knowledge is rich, and has been studied and investigated across many levels. In spite of this, 
the literature on knowledge management has not yet investigated and theorised the links with 
human Resources management in detail (Afiouni, 2007; Haesli & Boxall, 2005; Har et al., 
2010; Carter & Scarbrough, 2001; Maqsood, 2006). This research will investigate the link by 
expounding the importance of human Resources management themes for managing 
knowledge in order to achieve the sustainable success for organisations. 
2.2. Knowledge Types 
Knowledge has two widely known formats, namely explicit and tacit, as defined by Polanyi 
(1964). Explicit knowledge and tacit knowledge are differentiated by the degree to which 
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they are quantifiable (with explicit knowledge generally being more quantitative and tacit 
more qualitative) and by their ease of transfer from one person or group to another. Explicit 
knowledge can be expressed in words and numbers, and it is presented in a format that can be 
easily shared and transferred between people in many forms, such as data, specifications, and 
manuals. On the other hand, tacit knowledge, which is often difficult to share or transfer, 
exists in various forms, such as insights, intuitions, and hunches. Tacit knowledge must be 
somehow converted into a form that can be understood explicitly in order to be transferred.  
In Human Resources Management (HRM), one of the primary challenges is to facilitate the 
transfer of knowledge to and between employees via the use of any of these aforementioned 
means. Szulanski (2003) has described why knowledge does not flow within organisations: in 
effect, people ‘stick’ to their knowledge and are unwilling to either reconsider their positions 
or share what they know with others. In response to this phenomenon, HR managers could 
help business management to adopt a broader organisational perspective with an eye towards 
emphasising the importance of knowledge retention. Knowledge retention is supported by the 
key element that will spur thriving organisations in the future: the ability to train and then 
retain top-flight talent. Accordingly, this paper confronts the challenge of knowledge transfer 
with the term ‘sticky knowledge’ used to describe knowledge that is difficult to transfer, 
either for some reason related to the method of transfer or due to organisational challenges. It 
is the role of HRM to help overcome these challenges.   
2.2.1. Tacit knowledge 
Tacit knowledge is one which is captured by an individual’s mind-set and manifests through 
their actions. This knowledge can be acquired through interpersonal interaction (Lee & Choi, 
2003). Explicit knowledge forms the formal and systematic knowledge that can be shared and 
communicated by codifying it into manuals, procedures, rules, etc. (Nonaka & Konno, 1998; 
Stenmark, 2001). 
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2.2.2. Explicit knowledge 
Explicit knowledge can be transferred to others in a manner simpler than tacit knowledge. 
Moreover, tacit knowledge possessed by every individual within an organisation or group is 
unique in terms of understanding, applicability, and desired outcomes. Explicit knowledge is 
found in databases, memos, notes, documents, etc. (Botha et al., 2014). 
2.2.3. Sticky knowledge 
Eric von Hippel (1994, p. 430) defined sticky knowledge as the “incremental cost of 
transferring a given unit of information in a form usable by the recipient”. Sticky knowledge 
is also defined as knowledge that is hard to move or expensive to transfer. Knowledge 
transfer has been defined as an activity that facilitates knowledge movement in any 
organisation (Bou-Llusar et al., 2006). On this theme, knowledge stickiness compromises an 
organisation’s performance and has far-reaching effects on organisational decision-making, 
organisational memory, and administrative services and functioning. Accordingly, ease of 
knowledge transfer can be expected to lead to improvements in an organisation’s decision-
making capabilities and administrative services. Organisational memory is also better 
preserved in an environment that promotes knowledge transfer partly because staff turnover 
is mitigated by environments that facilitate knowledge preservation. In the end, all of these 
are important because product development cycle time and competitive capacity improve 
with staff retention. Furthermore, employee satisfaction has been shown to be related to 
positive communication, knowledge sharing, and knowledge transparency and retention 
within an organisation (Kidwell et al., 2000; Jennex et al., 2009; Maqsood, 2006). 
Gabriel Szulanski was one of the earliest researchers who studied the nature of sticky 
knowledge in depth. The nine potential causes for internal knowledge stickiness were 
elucidated by him as follows (Szulanski, 1996):  
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1. Causal ambiguity: Unknown reasons or uncertainty behind successful or failed 
knowledge transfer are the main causes of causal ambiguity. Szulanski hypothesised that 
greater causal ambiguity led to greater difficulty in knowledge transfer.  
2. Unprovenness: Defining this factor as the lack of a proven record of past usefulness of 
knowledge that was selected for transfer, Szulanski hypothesised that without a proven 
record of utility, it is difficult to select the right knowledge to transfer (Szulanski, 1996). 
3. Lack of source of knowledge’s motivation: Many people who have knowledge are 
unwilling to share it with others due to the fear of losing power or position. One of the 
most critical factors of knowledge stickiness is caused by the knowledge source’s 
“unwillingness to share knowledge”. Szulanski linked the lack of motivation of the 
knowledge holder to share his or her knowledge with knowledge stickiness.  
4. Credibility of the source: The knowledge source’s perceived credibility or lack thereof 
is a factor that might cause knowledge stickiness. Trustworthy sources are more likely to 
facilitate effective knowledge transfer.  
5. Lack of motivation: The person to whom knowledge is to be transferred may not care 
to learn and this can stop the transfer of knowledge.  
6. Lack of absorptive capacity: Sometimes, a person is willing to receive knowledge, but 
certain issues may emerge. The knowledge recipient may not have adequate prior 
knowledge to make the most out of it or may not recognise sources of support for 
implementing knowledge into practice. This lack of absorptive capacity can paralyse the 
transfer and application of new knowledge, increasing costs and delaying completion of 
knowledge transfer.  
7. Lack of retentive capacity: Knowledge retention means “embedding knowledge in a 
repository so that it exhibits some persistence over time” (Argote et al., 2003, p. 572). 
The ability to retain the core details of transferred knowledge is the most effective 
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evidence of successful knowledge transfer (Szulanski, 1996). In this case, the repository 
can be an individual, such as a staff member in an organisation or an information system. 
Szulanski contended that stickiness would increase in the absence of this ability. 
8. Barren organisational context: In some cases, the culture or governance of an 
organisation inhibits knowledge sharing. Szulanski likened the organisation that 
facilitates knowledge transfer with an eye towards innovation as a fertile land that 
facilitates the growth of plants. Conversely, organisations that hinder the development of 
knowledge transfer are said to be barren. The issues that can be linked to the 
organisational context of knowledge transfer include organisational culture, formal 
structure and systems, and the sources of coordination and expertise (Szulanski, 1996).  
9. Arduous relationship: Transferring of knowledge depends on the interactions between 
two parties. Usually, the human factor plays a major role in these interactions directly or 
indirectly. When intimacy (in the sense of trust) and ease of communication exist 
between the source and the recipient, transferring of knowledge is not an issue. An 
arduous relationship between the source and the recipient (for example, a relationship 
that is labourious and distant) might interfere with knowledge transfer.  
Szulanski’s findings can be summed up with the observation that each of them has to do with 
failed relationships of one sort or another. The relationships could be categorised, if one 
wished, as individual-to-individual relationships (for example, as in the case of arduous 
relationship), as individual-to-group relationships (for instance, in cases where a new 
employee requires that large amounts of knowledge be transferred to a group of other 
employees and is effectively interacting with the whole organisation), and as group 
interaction (the role of corporate culture in knowledge transfer). For HRM, the relevance is 
that some of these nine items are more often found to impede knowledge transfer within 
organisations than are others. Identifying the factors that most often confound knowledge 
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transfer is a necessity to effectively run an organisation, and is therefore vital to HRM. 
Szulanski studied more than 120 ‘best practices’ in eight firms in order to explore the 
contributions of the previous nine factors on knowledge transfer and sticky knowledge. He 
found that the three largest contributors to sticky knowledge are lack of absorptive capacity 
by the recipient, causal ambiguity, and arduous relationship between the information source 
and recipient.  
2.3. Managing the Knowledge  
Knowledge management generally refers to the effective management of available 
knowledge and the ability to establish strong relationships among employees through the 
processes of knowledge creation, knowledge transfer, knowledge sharing, and knowledge 
application (Shanks &Tay, 2001). Petersen and Poulfelt (2002, p. 3) define knowledge 
management as the process of developing, sharing, and applying knowledge within an 
organisation to gain and sustain competitive advantage. Furthermore, the main function of 
knowledge management is to influence businesses’ intellectual capital (Davis, 2009).  
Knowledge management helps in better decision-making, increased productivity, efficiency, 
profitability, and customer satisfaction. Organisational performance is maximised when it is 
based on the management and sharing of knowledge within a culture of continuous learning, 
innovation, and improvement (Apostolou, 2000, p.21). Customer focus and employee 
orientation have been the management’s main area of focus during the past few decades. 
With this in mind, knowledge related to information, technological expertise, and customer 
expectations are believed to provide the basic foundation for organisational goals and 
performance. To acquire and use the know-how related to these components, effective 
knowledge management is the best approach that can provide competitive advantage to the 
organisation. As Gloet (2006, p. 403) pointed out, “Knowledge for sustainability highlights 
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the need for new knowledge, for new ways of managing knowledge, and for new work 
practices to support this process.”  
At an organisational level, knowledge is widespread, yet distinct and unaffected. Brown and 
Duguid (1998) argued that knowledge is almost like a product that is produced and saved in 
organisations and further reinforced by people working together, commonly referred to as 
communities of practice. Despite the large amounts of knowledge in organisations, this 
knowledge cannot be truly exploited without organising it in a way that will translate it into a 
codified and explicit form that can be effectively used. Doing so will add value to the 
processes and performance.  
Bürkland (2009) suggested that for knowledge possessed by employees to be effective, it 
should be converted into something actionable or characterised as awareness of something; 
this constitutes KM in organisations. According to Rocha, Cardoso, and Tordera (2008), tacit 
knowledge forms the “know how” part of knowledge and explicit knowledge can be linked 
with the “know what” component of knowledge management. Sustaining organisational 
knowledge also requires the creation and maintenance of new knowledge that can be used for 
better performance and innovation, and it helps in achieving competitive advantage for the 
firm. A firm’s success relies greatly on its ability to create and manage new valuable 
knowledge. For this, HRM managers hold special responsibility to create new initiatives that 
can foster organisational learning and knowledge management (Harrison, 2000).  
The concept of knowledge usefulness entailed the need for extraction and processing of data 
into information of interest to the potential recipients. In order to prevent information 
overload, this potential information needed to be transformed into useful knowledge. Thus, 
the notion of knowledge discovery through data mining was envisioned, which entailed an 
exploratory process that involved manipulating data items through a hierarchical layer 
(depicted in the following figure). 
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Figure 2.2 The Hierarchy of Knowledge  
Adapted from Russel and Norvig (2003). 
 
At the bottom of the hierarchy was the noise layer, which has been defined as items that were 
of no interest and obscure essential data. The next layer was data; it was defined as those 
items that were of potential interest. Above this layer was information, which was defined as 
processed data that were deemed of interest. The next layer up was knowledge; it was defined 
as very specialised information. The majority of data mining processes focused on the 
knowledge layer for decision-making extraction purposes. The layer at the top of the 
hierarchy was meta-knowledge; it was defined as knowledge about knowledge, and the 
knowledge about the expertise used to achieve it, known as the implicit knowledge of an 
expert (Russell & Norvig, 2003, p. 708; Brauner & Becker, 2006, p. 65). An expert system 
application was required to take advantage of the top layer (Bernstein, Provost, & Hill, 2005, 
p. 515). Residing in the knowledge layer were explicit and implicit types of knowledge 
(Brauner & Becker, 2006, p. 65). To deliver these types of knowledge to organisational 
managers, knowledge management capabilities and functionalities were augmented by 
knowledge processing tools, such as data warehousing, data mining, and dynamic data 
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integration techniques. Knowledge discovery was achieved by extracting information by 
blending techniques from statistics, artificial intelligence, and computer graphics (Hoffer et 
al., 2007, p. 6). 
2.3.1. File Processing Systems (1960s) 
File processing systems were the main choice for data processing in the 1960s (Hoffer et al., 
2007, p.26). File descriptions were kept in an application that sorted out the files since these 
systems relied on a program data. Due to the fact that each application makes its own file 
versions, data duplication was introduced by this technique. This data duplication caused 
problems in keeping files updated, as well as with its storage capacity. There was limited data 
sharing because a single application could only be used whenever file processing would be 
done. Because knowledge of a single data element was necessary as well as its format, 
unrestrained program maintenance and prolonged development times eventuated. Programs 
handling that data element had to be accessed, modified, and tested again every time a single 
data element structure was required to be altered, deleted, or modified. 
2.3.2. Hierarchical and Network Systems (1970s) 
To minimise the difficulties experienced in file processing systems, hierarchical and network 
database management systems (DBMS) were introduced in 1970s (Hoffer et al., 2007, p. 26). 
These new systems were considered first-generation DBMS since highly complex data 
structures were taken into account. Regardless of their drawbacks, there were several legacy 
systems that are still being used today. Complex programs had to be devised in order to 
answer simple questions because it was not that easy to access the data. Just like file 
processing, data independence was restricted; thus, a data structure modification led to 
program modification. 
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2.3.3. Relational and Object-Oriented Systems (1990s) 
Some modern forms of Data Base Management System (DBMS) benefitted client-
server technology and the Internet during the 1990s (Hoffer et al., 2007, p. 27). DBMS was 
replaced by relational database systems because they were developed to deal with structured 
data and yield data independence. Data warehousing, object-oriented, object-relational, post-
relational, and Web-accessible databases moved into the DBMS context at the end of the 
1990s and early 2000s. What handled complex unstructured data (images, video, graphics, 
sound, and other multimedia forms) that relational data models could not deal with was the 
newly introduced object-oriented data modeling. These models were customised to handle 
unstructured data, while structured data was handled by relational data models. However, this 
process resulted in impedance mismatch: relational data model impedance was not suited to 
object hierarchy impedance. Several producers of relational DBMS changed their current 
models into object-relational models as the result of this mismatch. The object-relational 
models offered the benefit of ending the said impedance mismatch; however, their goal of 
achieving true object-oriented processing was hampered by their relational background. 
 
2.4. Road to Knowledge Management Systems 
What pleased the business managers was the idea of a valuable organisational 
knowledge base for making decisions. In fact, many organisations have insufficient 
formalised knowledge bases. Consequently, searching databases and creating an ad hoc 
knowledge base are what organisational managers are used to (Markus, 2001, p. 86). The 
following section overviews data management, information management, and knowledge 
management. 
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2.4.1. Data Management 
Data management means high-level managerial function accountable for the overall 
management of data resources in an organisation, including maintaining definitions and 
standards in a company. Data could be easily stored through DBMS by utilising a fieldname-
value pair schema within a relational system. In the 1980s, the relational data model became 
widely accepted but was first presented during the 1970s by E. F. Codd. The second-
generation network database management systems became the latest driving force of 
conducting businesses in commercial areas. The traditional mainstay in most organisations 
today is the relational data model. This model gave program-data independence as needed by 
managers in organisations. Minimal data redundancy was the result of relational schema and 
invoked an integrated logical structure that permitted hassle-free retrieval of related data 
records. However, only structured data, not unstructured data, were suitable to most relational 
data models (Hoffer et al., 2007, p. 6). 
Modern DBMS forms were introduced during the 1990s and 2000s to deal with the 
unstructured data problem. These forms benefitted the client-server technology and the Web. 
Eventually, object-oriented, object-relational, post-relational, data warehousing, and Web-
accessible databases evolved. Object-oriented data modeling started to deal with complex 
unstructured data, such as sound, images, video, and graphics, which relational data models 
were not built to control. Object-oriented data models were made to manage unstructured 
data, but this resulted in impedance mismatch, a relational data model and an object hierarchy 
model that were not able to converse with each other (Hoffer et al., 2007, p. 592). The 
impedance mismatch eventually dissipated. 
2.4.2. Information Management 
The responsibility for the whole management of information flow in an organisation fell to 
information management, a high-level managerial function and concept (Ward & Peppard, 
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2002, p. 467). Information resources were controlled by implementing coherent 
organisational policies and provisions. Raw data storage was provided by organisational 
databases. These particularly designed storage and retrieval tools convert data into something 
useful. Data and information management policies controlled the storage and retrieval of data 
and information types and values. Unlike knowledge management, data and information 
management were not that sophisticated. Ward and Peppard (2002, p. 466) emphasised that 
information was explicit knowledge. Yet, knowledge was also implicit (tacit and personal) 
and challenging to capture and store. Additionally, Ward and Peppard (2002, p. 469) stated 
that a database alone did not have the control to deal with knowledge and other intellectual 
capital perspectives. Planning, facilitating, monitoring, and governing are the necessary 
requirements for these perspectives. To achieve all tasks, knowledge management and 
knowledge processing were therefore necessary (Wiig, 2002, p. 2). 
2.4.3. Knowledge Management 
According to Markus (2001, p. 63), people who stored their relevant explicit knowledge (for 
example, in a knowledge base) had very little difficulty deciding what was useful and put 
their knowledge to effective and efficient use. This was because people within a group 
understand each other’s assumptions and implicit knowledge. Knowledge management 
resided at the top of the three-tier model (data, information, knowledge), which depicted its 
purpose of enhancing knowledge processing. This was to ensure that knowledge management 
was actively involved in the infrastructure, strategies, policies, and rules of knowledge 
processing tools and techniques. The knowledge processing tier augmented knowledge 
outcomes, such as business strategies, organisational models, and product strategies. These 
outcomes were then fed into the business processing tier, which improved business and 
related outcomes. Business outcomes that were improved include profitability, growth, 
market share, and sustainability (Firestone & McElroy, 2003, p. 13). To improve these 
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business outcomes and make them effective, knowledge management had to be able to get 
“the right information to the right people at the right time” (Firestone & McElroy, 2003, p. 
12). This capability fell into the purview of knowledge processing which consisted of many 
tools, such as data warehousing and dynamic data integration techniques. Data were easily 
stored via DBMS using a field-value pair schema and relational system (Hoffer et al., 2005, 
p. 244). However, in order to manage knowledge, one had to understand how to get 
knowledge into a computerised form for storage and reasoning purposes. The knowledge 
management framework section described this understanding of knowledge management and 
consisted of knowledge acquisition, assimilation, transformation, and exploitation (Dreyfus & 
Iyer, 2005). 
Knowledge management systems were actively involved in the infrastructure, strategies, 
policies, and rules of knowledge processing tools and techniques. These tools and techniques 
were built to provide organisational managers with available, on-time knowledge for 
decision-making purposes. The determining factors of the usefulness of these tools and 
techniques were the ability of managers to use and trust them. Using the supplied tools and 
techniques, organisational managers configured their knowledge management system with 
established criteria in order to create useful knowledge for their organisational needs. 
 
2.5. Knowledge Management Strategies 
The process of KM involves acquisition, codification, dissemination, development, and 
application of knowledge (Argyris & Schon, 1996). In the organisational context, Har et al., 
(2010, p. 284) referred to these five basic processes of KM with specific activities: 
knowledge acquisition as the new knowledge integration in the organisation, knowledge 
codification as making knowledge explicit and readable by other persons, knowledge sharing 
as knowledge transmitted across individuals and groups, knowledge development as 
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combination of new insights into existing knowledge, and knowledge application as new 
knowledge being applied and used by the organisation. A number of strategies have been 
developed by various organisations and sectors to utilise and store knowledge; and these are 
summarised in the table below: 
Table 2.1 Instruments for growing organisational learning competencies 
Adapted from Ten Have and Stevens  (2003) 
 
Absorption Diffusion Generation Exploitation 
 External 
professional 
networks 
 Education 
 Conferences 
 Customer 
contacts 
 Competitive 
analysis 
 Supplier co-
operation 
 Acquisition  
 Patents and 
licenses 
 Research 
 Knowledge 
management 
 Creative 
scenario  
 
 Assembly 
and use of 
manuals 
 Regulation 
and 
procedures 
 Knowledge 
information 
systems 
 Best practice 
study 
 Internal 
knowledge 
exchange 
 Coaching 
and 
mentoring  
 Peer 
assessment 
 Informal 
networks 
 Job rotation 
 Programmer 
and project 
management  
 Concepts of 
final reports 
and products 
 Simulation of 
markets and 
process  
 Quality 
reviews  
 Action 
learning  
 Dialogue 
 Performance 
management 
and rewards 
 Business 
process 
reengineering  
 Professional 
feedback 
 Cross-
disciplinary 
project teams 
 Using 
existing 
know-how 
for new 
products 
 market 
research 
 Promoting 
knowledge 
(internally 
and 
externally) 
 Prototyping 
 Delivery 
 Breaking 
through 
learning 
barriers 
 
Hansen et al. (1999) suggested two strategies for knowledge management, codification, and 
personalisation. Codification covers all accessible and reusable knowledge, whereas 
personalisation encompasses tacit knowledge that can only be transferred in the form of 
personal insight and skills (Edvardsson, 2008). Codification may be applied when similar 
work or challenges surface repeatedly; this helps in building a reliable, high-quality 
knowledge database and information system that could prove successful (Hansen et al., 
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1999). Personalisation is most applicable to organisations dealing with unique and highly 
customised products or services (Shanks &Tay, 2001). 
 
Table 2.2 Knowledge Management strategies and linking them with HR Management  
Adopted from Edvardsson (2003, p. 9) 
 
 Codification strategy Personalisation strategy 
General strategy 
Develop ICT system that 
codifies, stores, disseminates 
and allows reuse of 
knowledge 
Develop network for linking 
people so that tacit 
knowledge can be shared 
Use of ICT Invest heavily in ICT Invest moderately in ICT 
Human Resources: 
Recruitment and Selection 
Hire new college graduates 
who are well-suited to the 
reuse of knowledge and the 
implementation of solutions 
Hire MBAs who like 
problem-solving and can 
tolerate ambiguity 
Training and Development 
Train people in groups and 
through computer-based 
distance learning 
Train people through one-to-
one mentoring 
Rewards Systems 
Reward people for using and  
contributing to document 
databases 
Reward people for directly 
sharing knowledge with 
others 
 
Shih and Chiang (2005) argued that the adoption of a proper HRM strategy and practices 
facilitates the successful implementation of a KM strategy. They also suggested a model. For 
instance, if a corporation has a cost-leadership strategy, the KM strategy would be a 
codification one, and the HRM strategy would be buy-bureaucratic HRM strategy with close 
supervision and high control to minimise cost of errors, result-oriented performance, limited 
training, etc. (see Table 2.3).   
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Table 2.3 Comparison between corporate strategy, KM strategy and HRM strategy 
Source: Shih & Chiang (2005; p. 586) 
Corporate strategy KM strategy HRM strategy 
Cost leadership strategy Codification strategy 
Buy-bureaucratic 
strategy 
 Aiming at reducing cost and 
promoting efficiency 
 Strict control of cost  
 Emphasising efficient way of 
operation  
 Simplify and standardise 
operating process  
 Product design emphasizing 
better production 
 Clear delineation of 
responsibilities 
 Re-utilisation of knowledge to 
lower the cost of providing per item 
of information  
 Emphasise the reuse of knowledge, 
few chances of interpersonal 
connection between employees  
 Explicit knowledge  
 Standardised and systemised way of 
knowledge transfer 
   Document useful information in 
large database 
 Knowledge is transferred by 
interactions between employees and 
IT infrastructure  
 Close supervision to 
minimise the cost of error  
 Clear and specific work 
definition 
 Result-oriented performance 
evaluation used as a control 
mechanism 
 Limited training  
 Workers do not participate in 
management decisions. 
 
Differentiation strategy Personalisation KM strategy Make-organic HRM strategy 
 Aiming at innovation and 
responsiveness  
 Emphasising marketing 
ability as well as product 
development and design 
 Emphasising the quality of 
products and services 
 Highlighting responsiveness 
to customers’ demands 
 Recruiting innovative 
employees with high technical 
standards. 
 Offer specialised products or 
services to satisfy specific customer 
needs 
 Emphasising interactions among 
organisational members 
 Encourage employee interactions 
through appraisal and compensation 
systems related to knowledge 
sharing, accumulation and creation 
 Tacit knowledge 
  Knowledge transfer is not mainly 
depended on systematised, 
standardised manner.  
 Wide job category, often 
having cross-functional 
communications 
 Problem-solving through 
team-efforts 
 Empowerment 
 Highlighting worker 
development and training 
 Recruiting innovative  
employees with high 
technical standards 
 Process-oriented performance 
evaluation used as basis for 
employee development. 
 
Whatever are the practices, strategies, or approaches for knowledge that need to be 
transferred to others and stored for future use, organisations need to adopt specific practices 
that will also improve commitment to learning as well as foster employee learning and 
development. From this perspective, Sumi (2011, p. 56) points out that knowledge 
management is a managerial philosophy, which is perceivable in the practices of different 
organisations. 
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2.6. Knowledge management frameworks 
2.6.1. Framework developed by Dreyfus and Iyer (2005) 
In 2005, Dreyfus and Iyer published their knowledge management framework which 
consisted of four stages: knowledge acquisition, assimilation, transformation, and 
exploitation. These are explained in more detail below. 
Acquisition: Acquisition is an organisation or person’s capability to acquire and identify 
critical operational knowledge from external locations (Dreyfus & Iyer, 2005, p. 1).  
Assimilation: Assimilation is defined as the ability to comprehend the level of importance of 
an external knowledge to an organisation’s operations (Dreyfus & Iyer, 2005, p. 1). Systems 
for knowledge discovery are able to help organisational managers understand the acquired 
knowledge by using corporate information repositories and databases for data analysis, and 
making use of the mining models that are available in their knowledge repository (Castellano 
et al., 2005, p. 2). 
Transformation: Transformation is the ability of an organisation to integrate and internalise 
external knowledge into its current knowledge base (Dreyfus & Iyer, 2005, p. 1). 
Transformation tools such as data cleansers, data integrators, and explorative analysis focus 
on specific data that need to be analysed. These transformation tools are focused on pattern 
extraction algorithms, data type conversions, and domain identification. The specific data that 
were analysed are then stored within the corporate information and knowledge repositories 
(Castellano et al., 2005, p. 4). 
Exploitation: Exploitation is the ability of an organisation to use integrated knowledge for its 
own benefit (Dreyfus & Iyer, 2005, p.1). An institution’s knowledge repository maintains the 
knowledge mining models that were used to evaluate the knowledge that was integrated into 
the knowledge repository if it is of any interest. These knowledge-mining models need to be 
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able to provide not only full control but also high performance and flexibility in data and web 
mining algorithms and techniques (Castellano et al., 2005, p. 3). 
2.6.2. Framework developed by Lee and Kim (2005) 
According to Lee and Kim (2005), the community of practice (COP) management validates 
and refines a knowledge management stage model that addresses the procedure of 
constructing knowledge management with an organisational capacity. Four theoretical stages 
were identified in the knowledge management model studied: initiation, propagation, 
integration, and networking. These concepts are explained in more detail as follows. 
Initiation: The initiation stage is where the organisation “recognises the importance of 
organisational knowledge management and prepares for the enterprise-wide knowledge 
management efforts” (Lee & Kim, 2005, p. 1). This is the stage allowing organisations to 
conduct feasibility studies, seminars, training sessions, interviews, case studies, or pilot 
projects in an effort to be well-prepared (Lee & Kim, 2005, p. 8).  
Propagation: The propagation stage is where organisations “[invested] in building their 
infrastructure of knowledge like knowledge maps and knowledge management systems to 
facilitate and motivate knowledge activities” (Lee & Kim, 2005, p. 1). In this stage, 
organisations consider creating a committee or management team that will handle the 
organisational knowledge resources, develop a knowledge management educational program, 
create a career path, and devise a recruitment program to acquire experts. This is also the 
stage during which organisations introduce their knowledge management system (Lee & 
Kim, 2005, p. 8).  
Integration: The integration stage is wherein “organisational knowledge activities [were] 
institutionalised as daily activities across the whole organisation” (Lee & Kim, 2005, p. 1). 
During this stage, organisations conduct analysis on the changes of the knowledge 
requirements that are required in accordance with changes in the environment, monitored 
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knowledge activities, quality evaluation, the effectiveness of the organisational knowledge 
when it is used by experts, sharing of integrated knowledge, and disseminated best practices 
(Lee & Kim, 2005, p. 9).  
Networking: The networking stage is where “organisational knowledge, expertise, and best 
practices [were] integrated not only within an organisation but also with external entities such 
as suppliers, customers, research firms, and universities” (Lee & Kim, 2005, p. 1). During 
this stage, organisations manage both the internal and external resources of knowledge that 
they successfully acquired; make knowledge alliances with their customers, suppliers, and 
partners; extend the knowledge related policies to their knowledge partners, and facilitate the 
external knowledge sharing activities by hosting activities such as conferences and seminars 
(Lee & Kim, 2005, p. 9).  
Framework Additions: The COP management object offers practitioners with a richer suite 
of checklists that they can use to measure knowledge management activities and objects, and 
diagnose the status of the implementation of knowledge management. Furthermore, Lee and 
Kim made recommendations regarding the addition of actions to each stage of the knowledge 
management model (Lee & Kim, 2005, p. 6). Lee and Kim (2005, p. 7) recommended the 
refinement of Dreyfus and Iyer’s framework by making the following additions: (a) the 
inclusion of a “discover and identify potential communities” in the initiation stage, (b) the 
inclusion of a “legitimise community coordinators to help communities to set up their goals” 
in the propagation stage, (c) the inclusion of a “disseminate best practices guidelines of CoP”, 
and measure the knowledge management outcomes. These will contributes to the individual 
workers and the organisation – for example, by surveying the knowledge capital, and starting 
a business based on knowledge and the foundations that the organisation made through the 
knowledge management towards the integration stage, and finally (d) the inclusion of “seek 
relationship and benchmarks outside the organisation” in the networking stage. 
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2.6.3. An Integrated Approach to Knowledge Adoption 
Sussman and Siegal (2003, p. 48) investigated the process by which organisational workers 
integrate the knowledge that they receive. The research made received emails containing 
either advice or recommendations as the primary focus of knowledge transport. The study 
looked into how recipients perceived emails and decided which ones are to be considered as 
knowledge, and therefore useful. According to their study, there is a stronger association 
between usefulness and information adoption more than the mode of transport and other 
external influence (Sussman & Siegal, 2003, p. 51). In addition to the measurement of 
information adoption, measurements regarding argument quality and information usefulness 
were done as well (Sussman & Siegal, 2003, p. 56). 
2.7. Knowledge Management Life Cycle 
With knowledge serving as the building blocks, and knowledge management serving as the 
supporting structure, the KM discipline grew into diverse fundamental models of what the 
life cycle of knowledge management should look like. The life cycle of knowledge 
management has changed over the years, and there have been a number of reiterations 
regarding this process wherein thoughts and ideas have been added and expanded. At the 
same time, other elements have been changed or removed. The five most common KM cycles 
were described by Wiig (1993), Meyer and Zack (1996), McElroy (1999), Bukowitz and 
Williams (1999), and Dalkir (2013), each of which were equally important and added more 
insight to knowledge management practice. 
The Wiig KM cycle focused on three conditions and four steps that are considered important 
for the process to be successful (Dalkir, 2013). These three conditions were (1) business and 
customers, (2) business resources, and (3) the ability to make decisions. Once these three 
conditions are met, the full process of knowledge management can begin. On the other hand, 
the four steps in the Wiig KM cycle were (1) building knowledge, (2) holding knowledge, (3) 
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pooling knowledge, and (4) applying knowledge. If the process is successful in the creation 
of these elements, then the KM cycle will yield a positive and rewarding result for the 
business. 
The Myer and Zack KM cycle was developed using an intensive analysis of the dedicated 
stages of knowledge repositories as its basis (Meyer & Zack, 1999). Six levels define this 
KM cycle: acquisition, refinement, storage/retrieval, distribution, and presentation. Using this 
KM cycle allows data to have a new standardising or cleansing step during the refinement 
level, which was considered new to knowledge management. 
The McElroy KM cycle dictates that at a high level, the primary purpose is to gather and 
store knowledge so that it can be used at a later time for innovation and integration at a 
corporate level, which is very consistent with other KM cycles. Five steps were used in this 
cycle: (1) individual and group learning, (2) knowledge claim formation, (3) information 
acquisition, (4) knowledge validation, and (5) knowledge integration. The last step, 
comprising knowledge integration, validated that the obtained knowledge can be leveraged 
throughout the organisation. 
The Bukowitz and Williams KM cycle dictated that the creation of value from the abundant 
corporate knowledge can be accomplished by employing the correct information strategy 
(Dalkir, 2013). This included generating knowledge, maintaining knowledge, and deploying 
knowledge. Seven processes were used and were further developed to accomplish a good KM 
cycle: get, use, learn, contribute, assess, build/sustain, and divest. This cycle applied these 
seven principles against the multiple layers of knowledge, which included repositories, 
relationships, information technologies, and communication infrastructure, all of which were 
able to maximise the organisation’s KM potential. 
The Dalkir KM cycle was devised to integrate the four previously discussed KM cycles. This 
knowledge management cycle is composed of three stages: (1) knowledge capture and 
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creation, (2) knowledge sharing and dissemination, and (3) knowledge acquisition and 
application. The integration of knowledge information helps corporations take advantage of 
the numerous benefits that each management cycle is able to offer and, at the same time, 
reduce the risk that go with each KM cycle. The ability of the Dalkir KM cycle to pool all the 
advantages of the previously discussed KM cycles, while reducing their risks, is considered 
to be the strength of the Dalkir KM cycle. 
Each KM cycle had certain benefits for corporations (Dalkir, 2013). The Wiig model made 
the work functions its primary focus to create knowledge workers. Myer and Zack established 
the idea that knowledge was an organisation’s product that can be used as an information 
asset. McElroy classified numerous circling restatements to boost the processing of 
knowledge. Bukowitz and Williams assessed knowledge and how to learn from it. Dalkir 
combined the other four cycles to pool together their strengths and reduce their weaknesses. 
Although each cycle had similarities because its primary focus was on knowledge, the proper 
use of the cycle niche is very important.  
The five different KM cycles offered businesses different options and strategic directions for 
the process of corporate knowledge management. Small and Sage (2006) described that 
securing the process of knowledge management to a specific cycle of knowledge acquisition, 
knowledge creation, and knowledge sharing can help corporations attain their business goals 
and, at the same time, remain competitive in the market. Knowledge management 
incorporated these cycles and, simultaneously, fixed these types of processes, rules, and 
procedures into a KM system to make intellectual assets and corporation strategies drive 
long-term performance (Bratianu & Orzea, 2012). 
2.8. Knowledge Management Tools 
After knowledge was described as having a framework and a lifecycle, the next important 
step was developing implements that would help maximise the KM practice. Knowledge 
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management has a variety of tools that can be used during knowledge capture and creation, 
knowledge codification and organisation, knowledge sharing and disseminating, and 
knowledge acquisition and application phases. Bartholomew (2008) realised that these tool 
sets need to be developed as part of an integrated system instead of as a different tool for a 
different process. Moreover, tools that supported the KM process offered different 
communication pathways for corporate teams by improving teamwork and assisting in the 
development of synergy (Choi et al., 2010). Oshri, van Fenema, and Kotlarsky (2008) 
acknowledged that the quality of the KM tools and standardising the tool evaluation process 
was as important as the tools themselves. Organisations must, firstly, be aware of knowledge 
management systems-related investments and secondly, identify which KM tools produce the 
appropriate support and development of corporate teams (Choi et al., 2010). Each KM tool 
has its own function and emphasis concerning knowledge in the Knowledge Management 
Learning Cycle (KMLC). If the tool is incorrectly used, the team and accomplishments suffer 
drawbacks. Corporations and other types of businesses must know the objective, knowledge, 
and process included in each phase so that the appropriate tool can be selected to amplify 
results. 
2.8.1. Knowledge Capture and Creation Phase Tools  
Different types of knowledge management tools can be used for the knowledge capture and 
creation phase of a KM system. Dalkir (2005) focused on the following: (1) authoring tools, 
(2) templates, (3) annotations, (4) data mining, (5) expertise profiling, and (6) blogs. The 
creation of knowledge within organisations is a critical KM piece for managers in 
knowledge-intensive industries (Martín-de-Castro & Montoro-Sánchez, 2013). Chawla and 
Joshi (2012) stated that many organisations use inefficient process in order to capture 
knowledge. Small and Sage (2006) observed that knowledge capture processes should be 
well defined and a principal daily element of the corporation’s knowledge management 
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system. The capture and creation of knowledge is the first phase for a KM process and KM 
system. 
2.8.2. Knowledge Codification and Organisation Phase Tools  
Knowledge codification and organisation phase concerned the building of knowledge 
repositories that preserved properly classified existing knowledge (Gasik, 2011). Hansen 
(1999) defined codification as a process of systematically storing and organising company 
information so that it can be retrievedused later. Nonaka (1991) described knowledge 
codification tools as any process or system that makes it possible for other people to access 
knowledge artefacts. These tools comprised items such as data warehousing, data 
repositories, and database management system (DBMS). Knowledge codification and 
organisation tools are essential because they kept data in practical and usable formats. 
2.8.3. Knowledge Sharing and Disseminating Tools  
Knowledge sharing and disseminating tools comprise chat rooms, discussion forums, e-mail, 
faxes, groupware, Internet messaging or telephony, telephones, wikis, workflow 
management, and video conferencing (Dalkir, 2013). Tools like these focused on the stage 
where information was being transmitted from one person to another or from one group to 
another. Knowledge sharing was of great importance to the knowledge creation phase and 
made the best use of that knowledge (Von Krogh, 1998). A study conducted by Gretsch et al. 
(2012) identified the sharing knowledge phase as a pivotal component linking the individual 
to the organisation and this usually caused the creation of new information. Tools like these 
make this possible for employees, teams, and the whole corporation. 
2.8.4. Knowledge Acquisition and Application Tools  
Phase four in the knowledge management system was knowledge acquisition and application. 
In this phase, e-learning applications, decision support systems, visualisation technologies, 
and intelligent filtering applications were employed (Dalkir, 2013). Chen and Huang (2008) 
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concluded that knowledge acquisition was vital to realising an organisation’s short- and long-
term goals with regard to their associated knowledge set demands. The success of each team 
and its members is driven by the tools mentioned above.  
Knowledge management system tools are critical to a corporation’s knowledge strategy and 
knowledge management life cycle’s success. Birkinshaw et al. (2003) stated that not all KM 
tools are required everywhere and executives must understand the knowledge dynamics of 
their organisation and the industry in order to choose the right set of KM tools.  
Knowledge management tools sustain great imperativeness in effective implementation of 
knowledge management frameworks. They can back up and upgrade every single phase of 
knowledge management. 
 
2.9. Approaches Used in Implementation of Knowledge Management  
Employing knowledge management systems has helped to streamline cooperation in 
distributed teams. Different methodologies were applied to devise a collaboration culture 
throughout all organisational levels to minimise the fear of information sharing and 
implement reforms (Kovacevic & Djurickovic, 2011). Fruitful methods of implementing the 
KM system tended to consolidate senior management policy, organisational culture, and 
infrastructure, and utilised employee programs to enhance employees’trust and sense of 
teamwork (Saini, 2013). Three methodologies used to implement knowledge management 
were the system approach, the step approach, and the hybrid approach methodologies, which 
are explained in more detail below: 
2.9.1. System Approach Methodology 
System approach methods of implementing knowledge management depended on and were 
characterised by a manifestation of graphical representation. They provide a logical and a 
general viewpoint of the method, together with crucial aspects that helped in the 
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understanding of the process of implementation (Wong & Aspinwall, 2004). These methods 
described the implementation process, including conceptualisation, reflection, action and 
review of different elements (Wiig et al., 1997). Holsapple and Joshi (2002) devised an 
alternate method, which comprised three principle ideas, namely knowledge resources, 
knowledge management activities, and knowledge management effects. This method made 
the implementation of KM more successful with the right diagrams and important elements. 
2.9.2. Step Approach Methodology 
This methodology involved comprehensive and distinct processes that established a step-by-
step procedure for implementation of an organisation’s KM system (Wong & Aspinwall, 
2004). A current example of this methodology is a 14-step procedure devised by 
McCampbell, Clare, and Gitters (1999), which comprised three vital elements involving the 
formation of a powerful coalition, training of knowledge workers, and evaluating 
performance of KM practices. Another example is the 16-step procedure by Wiig (1999). 
Some important elements here involved obtaining management buy-in, acquisition of vital 
information, and establishment and updating KM infrastructure. Step approach methods 
provided a task-oriented implementation procedure that was to be followed by an 
organisation in order to boost the knowledge management system’s effectiveness. 
2.9.3. Hybrid approach Methodology 
This methodology involved applying the best aspects of the system approach and step 
approach methodologies, in order to implement a knowledge management system in an 
organisation (Wong & Aspinwall, 2004). These methods were modelled in a study by 
Rubenstein-Montano (2001), which included processes meant for identification of tasks to be 
performed in KM, while also highlighting vital attributes in the implementation of knowledge 
management system. Hybrid approach reduced risks in the implementation of a knowledge 
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management because it used both methodologies to their fullest potential for the corporation 
or business. 
Methodologies used in implementation of knowledge management consisted of the system 
approach, step approach methods and the hybrid approach methods. The three methodologies 
had their advantages and disadvantages. Therefore, before putting any into practice, a 
comprehensive analysis should be carried out on each. Analysis should also be done after the 
KM system has been installed. These two steps may increase the success of the knowledge 
management system within the organisation. 
 
2.10. Knowledge Management Critical Success Factors 
John Rockart, a senior lecturer who worked at MIT during the late 1970s, developed a 
method of listing critical success factors (CSF). To be able to identify CSF, it is necessary to 
look at the organisation’s mission and fundamental goals, from which the CSF that are 
necessary for accomplishment of such milestones can be generated.  
KM critical success factors (CSF) can be defined as elements that expound on the success of 
a knowledge management system. CSF play a vital an essential part in outlining key points 
that are the consequences of encountering and exploring different avenues with regard to 
knowledge management programs. CSF can be hindrances to KM in cases where 
corporations, for example, fail to effectively execute and keep track of these factors. The 
following are five CSF for a flourishing knowledge management plan as identified by 
Hasanali (2002): leadership; culture; structure, roles and responsibilities; information 
technology infrastructure; and measurement. 
Some corporations have developed critical success factors out of their best management 
practices, such as the United States Department of Commerce. This government department 
utilises four pillars of sharing knowledge in its KM program. The first pillar concentrates on 
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supporting clients through IT collaboration and communication tools – for example, 
provision of support gateways to clients. The second pillar deals with supporting staff, where 
IT tools are utilised to equip employees with different documents that are necessary for task 
execution. The third pillar involves enhancement of workflow and security management in a 
bid to improve access to knowledge. The fourth pillar deals with control of costs to guarantee 
that there is a feasible expense of knowledge-sharing (United States Department of 
Commerce, 1999). 
Dr. Stankosky defines these knowledge management pillars as the DNA of knowledge 
management’s “critical elements”, which consist of: (1) organisational (2) technological, (3) 
leadership, and (4) learning. Each pillar is elaborated below:  
 Leadership: Leadership accounts for establishment of business strategies 
that are crucial for the success and competitiveness of a business or 
institution. Bixler (2000) defines leadership as the principal driving force 
in a corporation’s knowledge management values.  
 Organisation: The corporate’s mission, objectives, and overall strategies 
should coordinate the corporation’s structure. The organisation should 
support knowledge sharing programs and /or frameworks (Bixler, 2000).  
 Technology: Technology supports the organisation by providing tools and 
assets that optimise its performance and/or products (Bixler, 2000). 
 Learning: Bixler (2000) defines learning as the process through which the 
organisation keeps improving the knowledge of its employees through 
knowledge collaboration and sharing. 
 The failure to monitor and implement critical success factors in the right way can turn them 
into critical failure factors. The following are examples of CSF that were docmented in 
previous studies about knowledge management : (1) accepting that KM involves much more 
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than information technology, (2) culture, (3) establishment of a basis from which to expand 
foundation, (4) staff motivation, (5) training, (6) providing necessary resources, and (7) 
executive support (Williams, 2009). Although it is impossible to disregard the role played by 
technology in the success of KM, it is much more important to involve people and processes 
simultaneously. With this in mind, Williams (2009) emphasised that the KM system is a 
multidisciplinary effort that depends on organisational learning, sharing habits, and changes 
to culture. 
At the same time, while it is perceived that a sound organisational culture favourable to 
sharing of knowledge is a strong success factor, it can likewise work as an obstruction for 
these following reasons: (1) mistrust among the employees, (2) absence of superficial value, 
(3) knowledge hoarding. 
It is crucial that every member of the organisation accepts that sharing knowledge is a good 
and common business activity. Without an organisational culture that is conducive for KM, 
“no amount of knowledge content, technology or good project management will make the 
effort successful” (Davenport, De Long, & Beers 1998, p. 44). In addition to an 
organisational culture that encouragers KM, establishing infrastructure which comprises the 
establishment of roles and teams that will help build a learning organisation is vital. In this 
respect, viable organisational policies, techniques, and rules should to be created to guide the 
establishment of a learning organisation (Williams, 2009). 
One element that is essential in establishing the foundation of a culture of learning in an 
organisation is motivation. In addition to monetary inducements, recognition, expectation, 
and peer pressure can unequivocally inspire employees to develop positive behaviours that 
can lead to work sharing, coordinated effort, teamwork and effective group-based 
performance (Williams, 2009). Training is an additional element in the development of a 
knowledge management system. On this theme, it must be understood that implementing 
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knowledge management systems is a process that cannot happen instantly; the change 
requires adequate time, financing, and commitment. Time is required to carry out training, re-
engineer processes, take on new KM roles, and carry out knowledge-sharing activities. On 
the other hand, funds are required to buy new hardware, software, and services for a 
refurbished KM system. Furthermore, changing the organisational culture and convincing the 
staff about the importance of knowledge-sharing necessitates significant effort (Williams, 
2009). 
To some extent, for KM systems to succeed, executive support is required, although this 
factor cannot be overstressed. The following are the actions that the executives should take to 
ensure successful implementation of KM systems: (1) develop a strong vision for KM and 
fine tune the KM strategy with the corporate strategy, (2) emphasise the significance of 
knowledge and spell out the types that are most crucial, (3) enable culture changes and (4) 
provide necessary Resources. Basically, the executives should clearly state the organisation’s 
focus on KM and steer the organisation towards it (Williams, 2009). 
Effective communication is an additional element that determines to the success of KM. A 
comparative scrutiny of hi-tech industries in Japan and the United States  highlights the 
significance of effective communication in the success of KM. Echeverri-Carroll (1999) 
established that there was a difference between firms in the United States and in Japan with 
regards to the type of inter-firm knowledge systems being used. Since Japanese firms interact 
and exchange information quite often with their suppliers, clients and related firms, they 
create new products and processes more rapidly compared to conventional US firms. 
Moreover, non-Japanese high-tech industries that adopt Japanese-style processes likewise 
have a competitive advantage with regard to quicker development of innovative products and 
processes (Echeverri-Carroll, 1999). 
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Besides effective communication, adopting the best practices from firms with a reputation of 
success in implementation of KM projects is an important step towards actualising a KM 
strategy. Davenport, De Long, and Beers conducted a study on 24 companies and discovered 
that eight key elements were common to all successful KM ventures: (1) budgetary effect of 
the venture with regard to saving or earning, (2) deep-rooted organisational and technology 
structure to oversee and back the KM project, (3) well-organised project to maintain 
flexibility and easy information access, (4) a positive outlook by members for attitudes to the 
knowledge sharing process, (5) understanding of the scope and intention of the undertaking 
by the entire organisation, (6) motivation and reassurance among employees, (7) utilisation of 
various approaches comprising collaboration, and (8) contribution to and backing provided 
by management (Davenport, De Long, and Beers 1998). 
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2.11. Human Resources Management: An Introduction  
 
In this section, Human Resources Management (HRM) will be presented in general 
and the main roles and activities will be presented later in details with their link to knowledge 
management. Dulebohn et al. (1995, p. 18) defined HRM as the branch of organisational 
science that deals with the employment relationship, along with the decisions, actions, and 
issues that relate to such conditions. The role of human resources in sustaining organisational 
competitiveness is well established, as indicated in Hoffer’s (1973) statement: “In a time of 
drastic change, it is the learners who inherit the future. The learned usually find themselves 
equipped to live in a world that no longer exists” (cited in Lengnick-Hall & Lengnick-Hall, 
2003, p. 1).  
With such key role to play, the HR function is responsible for recruitment, training 
and development, performance management, rewards and communication (Reichel & 
Mayrhofer, 2009). Legge (1995) classified HRM into ‘soft’ and ‘hard’ aspects. Soft HRM 
deals with activities concerning employees, such as commitment, communications, skills, and 
leadership; hard HRM deals with the quantitative, calculative, and business-strategic aspects 
of managing the numbers of resources. Storey (2007) explains that the soft HRM emerged 
out of the human relations school and emphasises developmental activities, such as 
communication, training and development, motivation, culture, values and involvement. 
Storey (2007) compares this aspect of HRM to the Resources-based view (RBV) of the firm. 
While both hard and soft HRM provide a competitive advantage to the firm based on the kind 
of policies and strategies adopted, they are both dealt with at different levels in business 
strategy. Hard HRM directly forms a part of the business strategy in terms of achieving a 
strategic fit between the policies and practices and strategic objectives of the organisation; 
soft HRM encompasses the intangible aspects of people management. In short, hard HRM 
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regard people as “resources” required for achieving organisational goals while soft HRM 
concerns people as “humans” and the need to be treated like human beings. 
In different ways, Storey (1987) and Guest (1997) asserted that the soft HRM 
approach considers employees to be the most valued assets of the organisation, and they have 
to be treated or managed with appropriate HRM practices so they are motivated to work 
better. Guest (2002), as per the hard HRM perspective, regards human resources as practical 
and serviceable components for achieving strategic objectives. According to Storey (1987), 
this viewpoint directs HRM towards quantitative aspects of strategic and resources 
management, which can be utilised for economic gain. According to Ulrich (1997), HRM 
plays a major role in the success of many firms regardless of their size. HRM usually receives 
the full attention of senioir executives because it is believed to be the source of competitive 
advantage (Storey, 2007). Storey (2007) elaborates a specific HRM model that highlights the 
critical aspects of HRM.  
 
 Page | 57 
 
Figure 2.3 The Human Resources model suggested by Storey (2007, p. 9) 
 
 
It is true that HRM practices have enhanced organisations’ growth and profitability by 
integrating such practices with business purposes; however, there is evidence for its failure 
too. The impact of HRM functions in an organisation’s functioning can be felt in almost 
every activity. The poorer results of HRM are again related to the policies and practices 
adopted for HRM, when they are not strategically aligned with an organisation’s goals 
(Storey, 2007). Hard HRM seems practically manageable and is tangible, and organisations 
put more focus on the soft part of HRM.  
The Human Resources Model 
1. Beliefs and assumptions 
 That is the human Resources which gives competitive 
edge  
 That the aim should be not mere compliance with 
rules, but employee commitment  
 That therefore employees should, for example, be 
very carefully selected and developed. 
2. Strategic qualities  
 Because of the above factors, HR decisions are of 
strategic importance 
 Top management involvement is necessary. 
 HR policies should be integrated into the business 
strategy- stemming from it and even contributing to 
it. 
3. Critical role of managers 
 Because HR practice is critical to the core activities of 
the business, it is too important to be left to 
personnel specialists alone. 
 Line managers are (or need to be) closely involved 
both as deliverers and drivers of the HR policies  
 Much greater attention is paid to the management of 
managers themselves  
4. Key levers  
 Managing culture is more important than managing 
procedures and systems. 
 Integrated action on selection, communication, 
training, reward and development.  
 Restructuring and job redesign to allow devolved 
responsibility and empowerment.  
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Legge (1998) highlighted that in a world of intense competition and challenges, organisations 
tend to use employees as the resources through tough targets, stiff controls, and negligible 
consideration for employee concerns and/or development; in such cases, soft HRM is 
irrelevant while hard HRM too will not provide the desired outcomes (Armstrong, 2006). 
Truss et al. (1997) argued that soft HRM is associated with flexibility and adaptability, which 
is in contrast to hard HRM which is based on uncompromising controls and directions. More 
often, evidence has indicated that soft HRM approaches are invariably linked to better 
organisational performance and competitive advantage. This indicates that individuals’ 
development is often not the only aim. Nevertheless, HRM serves only to improve 
organisational effectiveness through human resources, whatever route it takes. 
 
2.12. Employee turnover /replacement  
Abbasi and Hollman (2000) defined employee turnover as “the rotation of workers around 
the labour market, between firms, jobs and occupations, and between the states of 
employment and unemployment” (Abbasi & Hollman, 2000, p. 333). Employee turnover is 
always expensive, detrimental, and undermines organisational performance (Mueller & Price, 
1989). Replacing leaving employees through selection and recruitment, and training will cost 
a lot of time, money, and effort (Mossholder et al., 2005). Park and Shaw (2013) found that 
the relationship between total turnover and organisational performance is significant in a 
negative way. The sources of employee turnover has been discussed and listed in many 
studies so far (Firth et al., 2004; Mano-Negrin & Tzafrir, 2004; Ongori, 2007; Abbasi & 
Hollman, 2000). These include job stress, lack of commitment in the organisation, extensive 
job pressures, job dissatisfaction, low wages, powerlessness, economic reasons, 
organisational instability, poor personnel, toxic workplace environment, poor human 
resources management policies and procedures and lack of motivation in the company. 
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Ongori (2007) showed that employee turnover has many effects on company performance, 
and it can be considered expensive due to some hidden costs associated with paying the 
leaving employee and hiring the new one. In one study conducted by Hatch and Dyer (2004), 
questionnaires and follow-up interviews were distributed to 25 semiconductor manufacturing 
companies. Companies with high turnover were found to have significantly less competitive 
advantage than their rivals. Their study revealed certain HR management practices (e.g. 
selection and development) could influence overall organisational performance. “The results 
strongly suggested that human capital holds great potential as a Resources that can confer and 
sustain competitive advantage” (Hatch & Dyer, 2004, p. 1172). The authors concluded 
optimal performance outcomes “come from better human Resources and from better practices 
to develop” human capital specific to an organisation (Hatch & Dyer, 2004, p. 1173). 
 
2.12.1. Reasons for Turnover 
People’s decision to leave their workplace may vary but several theories have identified the 
main reasons for work abandonment –insufficient salary, lack of stability and company or 
institutional uncertainty in the future (Kazlauskaite et al., 2006), and bad management and 
supervisory operations (Chat-Uthai, 2013). 
2.12.1.1. Occupational stress 
Although machines are now a substantial part of modern industries, the human factor still 
plays a critical role. Most companies’ success is based primarily on the physical and mental 
state of their employees. People-saturated environment, however, creates additional stress for 
workers who are most likely to view that as a reason not to stay. Proper management 
handling of stress is vital for maintaining company trust among employees because if they 
exceed the stress threshold they will look elsewhere for work. This theory is supported by El 
Shikieri and Musa (2012) who indicated stress as the main factor for employment insecurity. 
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This negativity has a direct impact on the overall performance and productivity of employees 
which, according Sang Long et al. (2011), leads to negative financial consequences for the 
whole company or can cause inter-employee conflicts. Of the stress factors in an 
organisation, the most influential ones are found to be lack of appropriate training, increased 
exploitation of human resources, and insufficient wages or salaries (Albahussain, 2012). 
2.12.1.2. Employee comfort in the work environment 
The better an employee feels in the working environment, the safer they would be in 
regard to job security. On the contrary, if they are putting efforts but see no benefit for them, 
this is likely to incite the desire to quit, which is very common in several industries where 
individuals do not see potential for development or advancement, as indicated by Hamington 
(2010). Another reason for employee dissatisfaction is negative attitude from managers and 
supervisors (Madjar & Ortiz-Walters, 2009). 
2.12.1.3. Motivation 
According to Varoglu and Eser (2006) employees are in fact always looking for 
reasons to stay in the company and if they are properly motivated, or given the respective 
acknowledgement, they are likely to disregard negative factors and focus on the positive 
ones. Among the latter is the opportunity to display knowledge and abilities, interest in their 
standpoints on different topics, secondary career development options, and regular training to 
acquire new skill sets. Kouzes and Posner (2008) analysed a good leader in terms of their 
individual, theoretical, and functional qualities, and concluded that such a supervisor should 
be able to apply all of them in order to retain employees. Motivation is not easy to predict but 
is sometimes achievable using small gestures. Paying attention to an employee’s work, taking 
an interest in their activities, or asking for their opinion on different matters are good first 
steps for making an individual feel valuable to the company and appreciated. In this regard, 
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managers should establish the practice of walking around and engaging in casual 
conversations with employees.  
2.12.2. Employee Turnover Consequences 
Walsh and Taylor (2007) estimated that employee turnover has a tremendous negative 
impact regardless of the industry and the most expensive substitution is at managerial level 
where recruiting a new manager can cost over $10,000 due to training and losses pertaining 
to initial insufficient knowledge. Sturman (2003), on the other hand, evaluated the loss of an 
inferior level position employee at $1500, which is considerably less than replacing a 
supervisory vacant position but amounts to huge financial downscale when the number of 
quitting staff is increasing. 
As indicated by Maddah (2012), turnover caused by employee uncertainty and lack of 
faith in a company can have a more global impact and affect the whole economy in a 
negative way.  
2.13. Employee Replacement Process  
The Employee Replacement Process (ERP) is the process of replacing an employee (x) in the 
orgnisation/firm/company with an employee (y). This is also known as employee’s turnover 
process (Abbasi & Hollman, 2000). The process includes the turnover of employee (x) that 
has been discussed in the previous section through attracting, engaging, and retaining 
employee (y). 
There are several studies have been conducted on the first part of the process of replacing 
employees (employee’s turnover) including the turnover causes, effects and the strategies for 
minimizing employee turnover in organisations (Firth et al., 2004; Mano-Negrin & Tzafrir, 
2004; Ongori, 2007; Abbasi & Hollman, 2000) and also on the second part of the process that 
includes attracting, engaging and retaining new employees (McCrindle, 2006; Whicker and 
Andrews, 2004; Horwitz et al., 2003; Gourlay, 2001; Hiltrop, 1999; Ulrich, 1998), there is a 
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substantial gap in linking both parts of the employees replacement process together (Munro, 
2009).   
The issue of replacing employees is expensive and has major consequences especially if this 
occurs on a large scale and at the national level.  Recently, it has been occurring in many 
countries in the Gulf region such as Kuwaitisation in Kuwait, Omanisation in Oman, 
Saudisation in Saudi Arabia, Qatarisation in Qatar and Emiratisation in United Arab of 
Emirates.  
Kawach (2011) described Nitaqat program that is linked to the Saudisation initiative as an 
“aggressive” program because it will force the private sector in Saudi Arabia to create jobs 
for its citizens and abandon foreign workers without any consideration for the efforts made 
by foreign workers over many years in the country.  Sadi and Henderson (2010) examined the 
Saudisation initiative and listed the consequences of replacing employees. Furthermore, they 
suggested some recommendations that will assist in minimising the consequences of 
replacing employees and also minimising the unemployment rate in Saudi Arabia.  
2.14. Strategic HRM  
Human Resources Management is the intermediary facilitator and key strategic core for the 
retention of employees in every company. Careful objective planning and appropriate 
strategies must be designed and applied in order for the organisation not to lose human 
resources, and maintain and accelerate its performance and productivity.  
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Figure 2.4 Strategic HR management components (adapted from Kanji (1995)) 
 
 
Vision, mission, and objectives are three important components for strategic planning.  
Snyman and Kruger (2004) showed that the successful management of knowledge depends 
on a combination of factors. These authors listed vision, mission, and objectives (the main 
components of strategic management) as excellent tools that will assist in managing 
knowledge. Firstly, vision is the statement that focuses on where this company would like to 
be and paints a vivid picture of what this company would like to accomplish in the long term.  
Secondly, mission statement refers to the present and describes the purpose of the 
organisation or why it exists. Thirdly and finally, objectives reflect core behaviours or 
guiding principles that guide the actions of employees as they execute plans to achieve both 
mission and vision statements. Furthermore, documented organisational structure and 
procedures for workflow are the two most important aspects when it comes to managing 
knowledge as “explicit knowledge” because is easier to identify, store, retrieve and manage 
than “tacit knowledge”. Ghoshal et al. (2000) demonstrated that people’s knowledge and 
competence will be increasingly critical for organisational success. 
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2.15. Strategic Human Resources development and the learning 
organisation 
Within human Resources management, there is another aspect that deserves a closer look – 
strategic human Resources development (SHRD).  Garavan (1991) defines strategic human 
resources development as the strategic management of all HR activities in order to achieve 
the objectives of the organisation and, at the same time, ensure the full utilisation of the 
knowledge and skills of individual employees. It prepares and continually develops people 
and learning systems to achieve the highest possible performance in order to meet the 
organisation’s strategic goals.  
Learning is essential to this definition, as is the notion that this learning ultimately improves 
efficacy and how well the organisation functions (Yorks, 2004). Schon (1984) discovered 
how practitioners develop professional competences in their jobs by gaining practical 
knowledge. He revealed that learning takes place through reflection, which involves critical 
thinking and a close examination of phenomena, processes and causes. This can both happen 
in the action, or following a particular action that triggered the reflection and learning 
process.  
The type of knowledge that results from reflection is sometimes factual and can be easily 
explained (explicit knowledge). However, this knowledge is often practical in nature and hard 
to share (tacit knowledge). Knowledge accumulation and knowledge-sharing is the key in 
human resources development. While there is no universal definition accepted on knowledge 
management, Drucker (2001) argues that knowledge is always embodied in a person, and 
therefore it is really important for organisations to retain employees whose knowledge is the 
key to the business.  
 On this theme, Davenport (2013) defines these employees as knowledge workers, 
who “have high degrees of expertise, education, or experience, and the primary purpose of 
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their jobs involves the creation, distribution or application of knowledge” (p. 217). In their 
study, Nelson and McCann (2010) draw attention to the importance of retaining knowledge 
workers as they possess tacit knowledge that is otherwise hard to pass on or preserve. They 
argue that keeping knowledge workers can be improved by tying training and development 
goals to existing knowledge gaps, designing effective knowledge management systems, and 
ensuring that organisational leadership embraces the development of a learning culture. 
Nelson and McCann (2010) add that a learning culture fosters wisdom (learning from errors), 
collaboration, knowledge sharing, creativity, and employee inquisitiveness. 
There have been numerous attempts to define a learning organisation. Miller and Stewart 
(1999) use one that defines a learning organisation where learning and business strategy are 
interlinked. The organisation consciously learns from business opportunities and threats; 
individuals, groups and the entire organisation are not only learning but continually learning 
how to learn; and information systems and technology serve to support, rather than control, 
learning. Moreover, there are well-developed processes for defining, creating, capturing, 
sharing, and acting on knowledge; these various systems and dimensions are balanced and 
managed as a whole (Miller & Stewart, 1999, p. 44). 
 Mills and Friesen (1992) set four characteristics of a successful learning organisation. 
First, the organisation should possess mechanisms that allow learning transfer from an 
individual to the group. Second, the organisation must make a commitment to knowledge. 
Third, the organisation must have a mechanism for renewal within itself. Fourth, the 
organisation should possess an openness to the outside world. Wang and Ahmed (2002) write 
about organisational learning as an important source of competence, supporting continuous 
improvement and incremental changes that eventually lead to comparative advantage.  
It is important to note that there can be many barriers to learning within an organisation, 
categorised by Knasel, Meed and Rossetti (2000) as follows: 
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• Personal: An individual lacks self-esteem, motivation or necessary skills 
• Practical: A broad category encompassing details such as lack of time or other 
resources 
• Organisational: Includes the lack of organisational commitment to support learning, as 
well as the inability of structures and means to support learning 
• Social: Availability of skilled labour 
        Although not all barriers may affect organisations, the effect of some or all of them can 
still be significant. Human resources development can provide tools to overcome these 
barriers in workplaces to ensure that knowledge accumulation occurs as a natural process 
(Mankin, 2009). 
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2.16. Organisational culture 
According to Park et al. (2004), organisational culture is the shared or basic assumptions that 
an organisation has implemented to overcome any problem related to the organisation's 
environment, external adaptation, or internal integration. These assumptions will become the 
proper way to solve problems and be shared with new organisation members. Cameron and 
Quinn (2011) identified four main types of organisational cultures: clan, adhocracy, market, 
and hierarchy. 
 
 
Figure 2.5 Organisational culture types (adapted from Cameron and Quinn (2011)) 
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There are some specific characteristics that can define each culture. For example:  
 Clan cultures focus on mentoring employees, encouraging teamwork and 
employee involvement. 
 Adhocracy cultures are dynamic and entrepreneurial, with a focus on risk-
taking, innovation, and creativity.  
 Market-oriented cultures are result-oriented, with a focus on competition 
and achievement, always linked to tough and demanding leaders. 
 Hierarchy-oriented cultures are structured and controlled cultures, with a 
focus on efficiency and stability. 
However, Ismail Al‐Alawi et al. (2007) insisted there are more than four types of cultures, 
and each organisation has its unique culture that develops over time and reflects on the 
organisation’s identity.  
The links between knowledge sharing and organisation culture were discussed in detail in 
McDermott and O’Dell (2001) who offered some useful tips in order to enhance knowledge 
sharing. In fact it is vital to “create a knowledge-sharing culture, make a visible connection 
between sharing knowledge and practical business goals, problems or results” (p. 84). 
Ajmal and Helo (2010) indicated how organisational culture links with KM activities, and 
both learning and motivating cultures have a significant effect on knowledge sharing and KM 
application in project-based companies. 
 
2.17. Links between HRM and KM 
According to Storey (1989), the traditional HRM domains revolve around selection, training, 
appraisal, rewards, and performance management systems (see Figure 2.5). These HRM 
domains “take a different colour” (Narasimha, 2000, p. 130) when viewed as factors 
contributing to organisational knowledge stocks. According to Storey and Quintas (2001), 
 Page | 69 
HR professionals face five key challenges in the intelligence economy: developing and 
sustaining a knowledge-and-innovation-centric culture, accessing implicit knowledge, 
securing trust and commitment, handling non-conventional employees, and handling the 
organisational vulnerabilities stemming from a heavy dependence on key knowledge 
workers.  
 
 
 
Figure 2.6: The Human Resources Management main domains 
Source: Storey, 1989, p.7. 
 
All HRM strategies need to be equipped with knowledge processes in order to achieve 
effective KM by dealing with challenges effectively. The next section offers an evaluation of 
HRM processes and their effects on KM. 
 
2.16.1. Selection Process and KM 
Organisations adopt highly advanced, complex methods of selecting and recruiting 
employees in order to attract the best talent in the market. To create a knowledge repository 
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and increase the benefits of sharing knowledge among employees, selection of individuals 
with competent skills and proper attitude is essential. Highly innovative selection processes 
that are technologically sound and efficient have been introduced (Scarbrough, 2003). 
Selection processes are being customised according to job descriptions, corresponding skills 
and competencies in order to ensure that the right candidates get the job. However, such 
customised selection processes can conceal certain employee behaviour types, as mentioned 
by Narasimha (2000). 
Another implication for appropriate selection is the person-organisation (PO) fit. The 
PO fit implies ensuring that the perceived values of the new staff member are similar to the 
organisational values or at least can be adjusted according to the organisational culture. Such 
non-job-related criteria are usually assessed through face-to-face interviews which do not 
include absolute predictive validity (Chatman, 1991). Moreover, these selective hiring 
procedures can slow down or even obstruct knowledge sharing among individuals from 
different departments (Currie & Kerrin, 2003). Certain job descriptions must require specific 
skills. In such cases, coded knowledge can be of great assistance in knowledge transfer to 
individuals performing other functions. The main idea behind the selection practice in KM is 
that the value perception of the hired individuals should fit within the organisation’s values. 
This requires highly selective hiring, which will also aid in achieving a higher level of 
knowledge management, as hypothesised by Har et al. (2010).  
Person-to-person fit (PP fit) is a suggested strategy in this study, and it aims at 
allowing an employee who is about to leave the company to participate in the interview and 
selection process of “the new member that will replace him/her”. This involvement will be 
helpful in the knowledge transfer process. Intellectual compatibility between the staff will aid 
in developing a trend for sharing knowledge and experiences. The first step of selecting and 
hiring new staff is making a decision about what vacancies exist. There are two types of 
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decision processes - centralised and decentralised (Glaeser & Kahn, 2001). A centralised 
decision relies on one individual making decisions and providing directions. This type of 
decision is often used in small businesses where the owner is responsible for the company’s 
business operations. Conversely, decentralised organisational structures often have several 
individuals responsible for making decisions. Decisions regarding employment and staff 
selection rely on a team or many members within the company such as HR, the business 
owner, or one of the top managers. Even the leaving employee may have some authority to 
make such a decision. 
Knowledge attrition involving resignations, retirements, or replacing employees due 
to a governmental program such as Nitaqat will result in the loss of knowledge in Saudi 
Arabia’s private sector. Furthermore, Delong (2008) mentioned that this problem may lead to 
a loss of potential for innovation and growth, decreased operational efficiency, and increased 
costs, which in turn may affect companies’ performance. As mentioned before, many studies 
have shown that even the best talent in the market cannot guarantee knowledge sharing when 
selecting employees. Rather, gaining commitment from both the source (leaving employee) 
and recipient (the new joiner) in a knowledge sharing arrangement should become the main 
focus because this will increase the knowledge sharing potential (Narasimha, 2000, Argote et 
al., 2000; DeLong, 2008).  
 
2.16.2. Development (Training) and Knowledge Management 
Training is the main development process for staff, and its activities are regarded as core 
knowledge sharing processes. Furthermore, the most important practices adopted by HRM 
are KM processes. Training is a process that directly connects HR personnel with other 
employees in order to source knowledge transfer, which is the most vital part of any KM 
process. On this theme, Har et al. (2010) hypothesised that training leads to higher levels of 
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knowledge transfer. Frequent training aiming to supplement organisational knowledge can be 
accomplished by creating a learning culture. Training is a practice that improves 
competitiveness, enhances technical and social learning, leads to knowledge acquisition 
outside one’s main domain, and improves overall business performance.  In fact, both 
knowledge source and recipient employees need communication training in order to facilitate 
the transfer of knowledge. Establishing training as an entitlement priority for leaving 
employees will help them share their knowledge with new employees, which could be 
considered a reward for them, especially if they can obtain better CVs for future jobs.  
 
2.16.3. Performance Management and Knowledge Management  
Performance management processes can make an important contribution to knowledge 
management by setting behavioural expectations related to knowledge-sharing, ensuring that 
actual behaviours are reviewed, and where appropriate, establishing financial or non-
commercial rewards (Armstrong, 2006). Performance appraisals aim to provide role and goal 
clarity to individuals, and are a key process by which employee performance and 
improvement is assessed (Dubinsky & Mattson, 1979). Soliman and Spooner (2000) posited 
that the HR can achieve KM by evaluating employee performance, providing feedback for 
leadership, enhancing the decision-making capabilities of individuals, creating interpersonal 
relationships, minimising high turnover and absenteeism, and clarifying roles and objectives. 
Performance appraisals should be designed to evaluate the degree of competence application, 
which can be taken as indication for further training and development (Narasimha, 2000). 
Performance appraisals can also be used to evaluate the knowledge sharing practices of 
employees. A suitable performance appraisal system can help coordinate individual actions 
and knowledge with organisational strategies (Bürkland, 2009). Employee selection and 
training strategies help in the acquisition and development of individual knowledge and 
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experiences within organisation, which can be modelled to match the strategies through 
performance management systems function. Effectively, performance management also helps 
in reviewing the coherence of selection and training strategies. Therefore, a performance 
appraisal system is an effective mechanism to enhance a knowledge creation and sharing 
process, which can result in higher levels of KM. 
 
2.16.4. Rewards and KM 
The means to improve knowledge sharing have to be motivational, and rewards and 
recognition must improve employee incentive and commitment. Har et al. (2010) suggested 
that learning behaviours should be rewarded when performance is achieved in order to avoid 
problems concerning employees’ failure to achieve desired results. Furthermore, Bartol and 
Srivastava (2002) emphasised that reward structures are necessary to motivate people to 
communicate and share their knowledge. Employee engagement and willingness to share are 
critical to the knowledge sharing processes. Employees can be motivated to share knowledge 
through rewards and recognition (Storey & Quintas, 2001). Moreover, providing a stimulus 
by a rewards and recognitions system will assist in encouraging innovation in different 
aspects such as products, services, or communication practices among staff members. 
Knowledge sharing that is backed by a reward system is an excellent tool to install KM in an 
organisational culture through group performance, procedural contribution, and innovative 
thinking (Yahya & Goh, 2002).  
Encouraging learning and knowledge sharing can be achieved by implementing a rewards 
system (Hansen et al., 1999). Incentives help create, capture, and transfer personal knowledge 
on a continuous basis. The process must also be backed by appropriate intrinsic rewards in 
the form of recognition and appreciation. Barney (1991) asserted that permanent employees 
who possess unique procedural knowledge actually form the basis for a sustainable 
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competitive advantage. Rewards such as internal career development, promotions, and 
leading team roles can be a great strategy to retain valuable knowledgeable workers. HR 
practices should therefore incorporate strong, effective and appropriate rewards systems that 
not only enable effective knowledge creation and sharing but also facilitate retention of the 
inimitable knowledge possessed by competent and talented employees. 
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2.18. Role of HRM and KM in assisting the employee replacement 
process 
 
 
Figure 2.7: The Human Resources Management main domains and its relationship with 
knowledge process (adapted from Storey (1989, p. 7) 
 
As discussed before there is a strong relationship between KM and HRM. Neither have these 
issues been thoroughly explored, nor has this relationship and its effects on retaining 
knowledge been documented. In addition, in spite of the numerous projects related to KM 
strategies for knowledge retention via IT systems and tools, knowledge retention along with 
employee recruitment or replacement remain one of the core strategies that have not yet been 
developed (Wong, 2008; Arif, 2012).  
Forcing a company to replace its employees can have a significant effect on its success rate. 
Employee turnover can potentially cause knowledge loss. In the case of Saudi Arabia’s new 
localisation program, replacing foreign workers with domestic labour will take place on a 
nationwide scale, and the foreign workers’ knowledge, which could be considered as the 
most valued asset, will be lost. This loss of institutional knowledge will affect the country on 
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many levels, both economically and socially. In order to transfer foreign workers’ knowledge 
successfully to the local labour market, the country should act in a timely manner to retain the 
procedural knowledge and maintain the competitive advantage of IC. This can be 
accomplished by using the benefits of successful KM strategies for companies and 
organisations, and applying them on a larger scale. 
The effectiveness of HRM in sustaining KM and the role of both KM and HRM in 
supporting employee replacement processes are the main objectives of this study. This 
research will perform a supplementary examination in order to understand the impact of KM 
and HRM strategies on organisational effectiveness. For the purpose of avoiding knowledge 
loss while maintaining the competitive advantage of IC, the research will investigate KM-
HRM links responsible for any adequate employee replacement process. Moreover the 
research aims to test the current status of the Saudi Arabian private sector and its ability to 
adopt KM and HRM links. 
The literature analysis show how may affected organisations in retaining knowledge 
and assisting them in the replacement process. There is no existing research in this particular 
area relating to staff replacement, and no prior research has been done on a nationwide scale. 
Despite the fact that both HRM and KM are established management approaches, the 
significance of HRM in KM is only partly realised. Human Resources is regarded as critical 
to organisational success (Ulrich, 1997), and knowledge management is perceived as the only 
way to provide a competitive advantage in this era (Drucker, 1993). Yet, integration of HRM 
with knowledge management has not been completely achieved for various reasons due to the 
lack of studies and existing analyses relating KM with IT processes being another. One such 
study (Ruggles, 1998) includes a research conducted with 431 U.S. and European 
organisations, and concludes that most organisations endorse the fact that knowledge is 
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highly people-based. The study also shows, however, that most of these organisations’ efforts 
in KM are towards technology implementation. 
According to Hislop (2003), the KM literature acknowledges the importance of 
people management operations but has still not investigated and theorised the previously 
mentioned issues in detail. Hislop (2003) also asserts that KM and HRM integration is still 
not complete and effective. This research aims at filling this gap and helping the 
establishment of links between KM and HRM. Applying KM in organisations is not always 
successful. One of the biggest difficulties in the effective application of KM concerns 
behavioural alterations. Culture is in fact the greatest knowledge transfer impediment 
(Ruggles, 1998). Although organisations can facilitate creation, sharing, and knowledge 
transfer by having the latest technologies, their effectiveness in managing KM is not ultimate 
(Hislop, 2003).  
Petersen and Poulfelt (2002) defined KM as “the process of developing, sharing and 
applying knowledge within an organisation to gain and sustain competitive advantages” (p. 
3). Barney (1991) argued that the only way to sustain a competitive advantage is through 
human resources management because they are considered to be the most critical aspect of 
organisational success. Wright et al. (1994) asserted that human resources can be regarded as 
sustained strategic in terms of being valuable, rare, and non-substitutable. According to 
Davenport and Sven Völpel (2001), managing knowledge is equivalent to managing people.  
It is clear from the above that when a company loses people, it also loses knowledge 
which reduces its competitive advantage. Soliman and Spooner (2000) stressed that 
employees’ involvement, commitment, and trust in knowledge management foster healthy 
interpersonal relationships. Influencing human resources to create knowledge sharing is 
important to knowledge management. It highlights the role of HRM practices in facilitating 
knowledge absorption, creation, sharing, and transfer. 
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Employees’ commitment to sharing their knowledge is crucial for knowledge 
management, and HR policies and practices certainly play a role in that commitment. In order 
to achieve the main goal of knowledge management, which is effective knowledge transfer, 
organisations’ HRM strategies and practices should play the core part in knowledge 
management (Marshall et al., 1996; Shih & Chiang, 2005). HRM strategies need to be 
aligned with corporate and KM strategies in order to maintain the competitive advantage. 
Organisational culture, as mentioned by Ruggles (1998), is the main impediment to 
knowledge transfer. A culture which promotes learning is essential for the effective 
application of KM, and HRM has a major role in instituting a relevant company culture by 
facilitating competencies and establishing organisational knowledge (Lado & Wilson, 1994). 
Furthermore, Carter and Scarbrough (2001) stress on the need for an organisational culture 
that is inductive to KM, and promotes learning and knowledge sharing practices among 
employees. These cultural aspects are also linked to HRM. The subject of organisational 
culture requires further attention in terms of tacit knowledge transfer because it influences 
and shapes communication and behaviour in the workplace, which ultimately has a global 
effect on the success of an organisation. Company culture impacts on individual attitude and 
governs behaviour to sharing knowledge with others.  
Knowledge is not a stand-alone artefact but a social construct that is developed 
through interactions with people (Lehaney et al., 2004). An organisation’s capacity to draw 
out and retain knowledge from employees is determined by its structure and culture, the 
capabilities of employees to apply what they know, and how they store the information 
(Lehaney et al., 2004). Literature on knowledge sharing and learning highlights the 
importance of tacit knowledge transfer for the purpose of increasing an organisation’s 
learning (Darr & Kurtzberg, 2000), competitive advantage (Singh & Premarajan, 2007), trust 
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(Renzl, 2008; Dervitsiotis, 2006), and innovative capabilities (Cavusgil, Calantone, & Zhao, 
2003; Seidler-de Alwis & Hartmann, 2008). 
Guest (2002) suggests that appropriate HRM practices wield a significant influence 
on obtaining higher employee commitment and creating a knowledge sharing culture. 
Effective KM practices can help sustain organisations by storing necessary knowledge, which 
can be used even after an employee leaves the company. Knowledge management systems 
enable flexibility in organisational policies and practices, which creates opportunities for 
better learning through effective HRM systems (Yahya & Goh, 2002). 
 
2.19. Role of HRM and KM in sustaining the intellectual capital 
“knowledge” 
Proper management of intellectual capital (IC) has a significant impact on the success of any 
organisation and it is an asset that supports and maintains its life cycle. Nahapiet and Ghoshal 
defined IC as “a valuable Resources and a capability for action based in knowledge” 
(Nahapiet & Ghoshal, 1998, p. 243). IC is an organisational asset and it can be considered a 
competitive advantage. With the right management, it can assist in achieving success and 
enhancing survival.  
Ulrich (1998) suggests that HR departments should take the lead in dealing with IC in order 
to achieve better success rates. He also claims that this success might depend on attracting 
and developing individuals in order to retain them. Edvinsson and Malone (1998) divide IC 
into three categories: firstly, human capital: the employees in an organisation; secondly, 
structural capital: the organisation’s systems or work processes; and thirdly, Customer 
capital: the relationship between the organisation and its customers. Each one of these can be 
considered a valuable asset for any organisation. They are all related to two core concepts – 
knowledge (“know what”) and people (“know how”). 
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 Davis (2009) argues that intellectual capital is “closely linked” to the essential 
knowledge processes (acquisition, codification, sharing, development, and application). From 
the above, we can deduct that there is a relationship between knowledge and human 
Resources. Furthermore, this relationship can affect IC in order to enhance organisational 
survival and achieve success. Dealing appropriately with one of these two subjects while 
ignoring the other can compromise the successful implementation of a system which depends 
on knowledge and people (Ambrosio, 2000). Organisations should pay more attention to their 
internal capabilities, including people and their knowledge, in order to achieve success and 
get maximum benefits from their resources. Chen and Huang (2008) suggest that both HRM 
and KM strategies should be integrated in order to benefit from the organisation’s IC, 
increase its performance and reach business targets. Using the links between KM and HRM 
will assist and sustain the intellectual capital in the company.  
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2.20. The Suggested HRM and KM Strategies for Supporting the 
Employees Replacement Process  
From the literature review, there are strategies that can assist and support the employee 
replacement process. The following strategies can be adopted by HR departments and 
improvements on current activities and practices: 
1. Documenting the vision, mission and objectives of the Human Resources Department and 
linking them to the company’s vision, mission and objectives so that company goals are 
being achieved (Snyman and Kruger, 2004).  
2. Documenting the organisation structure and job processes for all positions (Nahapiet and 
Ghoshal, 1998). 
3. Establishing a Strategic Human Resources Development Plan that includes a strategic 
management of all HR activities in order to achieve not only the objectives of the HR 
department but also the organisation. It means utilising the knowledge and skills of 
individual employees (Kanji, 1995). 
4. Designing and implementing tools, processes, systems, structures, and cultures to 
improve the creating, sharing, and use of knowledge in order to enhance the company 
performance (Snyman and Kruger, 2004). 
5. Developing a learning strategy in the organisation and linking it with the business 
strategy (Yorks, 2004). 
6. Developing the information system and technology strategy in order to serve and support 
the learning by developing processes for defining, creating, capturing, sharing, and acting 
on knowledge (Hansen et al., 1999, Haesli and Boxall, 2005). 
7. Adopting and creating a learning and knowledge sharing culture by making a visible 
connection between sharing knowledge and practical business goals (Wiewiora et al., 
2013, Cameron and Quinn, 2011, Mills and Friesen, 1992). 
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8. Enhancing communication between the employees in company so that effective 
knowledge sharing occurs (Bou-Llusar and Segarra-Cipres, 2006). 
9. Adopting four characteristics of a successful learning organisation (Mills and Friesen, 
1992). These are: “First, the organisation should possess mechanisms that allow learning 
transfer from an individual to the group. Second, the organisation must make a 
commitment to knowledge. Third, the organisation must have a mechanism for renewal 
within itself. Fourth, the organisation should possess openness to the outside world”. 
(Page 155-156). 
10. Developing and sustaining a knowledge-and-innovation-centric culture, accessing tacit 
knowledge, securing trust and commitment, handling non-traditional employees, and 
handling the organisational vulnerabilities arising out of a heavy dependence on key 
knowledge workers (Storey and Quintas, 2001).  
11. Adopting a decentralised decision strategy in the selection stage which includes more 
than one individual making decisions and providing direction for the vacancies in the 
company (Glaeser and Kahn, 2001). 
12. Adopting a selection strategy that includes the leaving employee to participate in 
interviewing and selecting stage for the new one “Person to Person fit” to ensure 
compatibility so that knowledge and experiences are shared smoothly (Har et al., 2010). 
13. Adopting a suitable performance appraisal system in the company to measure the 
employee’s performance and enhance the knowledge creation and sharing process 
(Bürkland, 2009).  
14. Establishing training strategy for each employee and position in the company and link 
them to both reward and performance appraisal systems (Nelson and McCann, 2010). 
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15. Adopting a documented reward system in the company and linking it to the performance 
appraisal system in order to motivate employees to share knowledge and develop learning 
(Boon et al., 2007, Daninty et al., 2005). 
Table 2.4 Linking the Strategies with Relevant Literature 
Strategy # Aligning Strategy with Relevant Literature 
1 Section 2.13 
2 Section 2.13 
3 Section 2.13 & Section 2.14 
4 Section 2.14 & Section 2.15 
5 Section 2.14 & Section 2.15 
6 Section 2.5 and Section 2.14 
7 Section 2.15 & Section 2.17 
8 Section 2.2.3, Section 2.9, Section 2.10 and Section 2.12 
9 Section 2.14 
10 Section 2.16 
11 Section 2.16 
12 Section 2.16 
13 Section 2.16 
14 Section 2.16 
15 Section 2.16 
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2.21. Literature Review Summary Sheet  
 
The literature review has not only resulted in identifying the links between knowledge 
management and Human Resources management, but has also paved the way for an 
investigation of these links and their role in assisting the employee replacement process. It is 
vital to evaluate this work, show the relationships between major issues identified during the 
literature review and show how they relate to the work that is being undertaken in this 
doctoral thesis.  The following table below summarises the literature review and the major 
authors, linking their work to research questions and interview questions.  
 
Linking Literature Review to Research and Interview Questions 
RMQ1: What is the relationship between KM and HRM? 
RMQ2: How the integration of KM and HRM may support the employee 
replacement process? 
RMQ3: What considerations are being made by Saudi Ministry of Labor in relation to 
KM-HRM integration before and during enforcing the new localisation program 
“Nitaqat”? 
RMQ4: What barriers are Saudi organisations facing while enforcing Nitaqat? 
RMQ5: How an integration of KM and HRM may support Nitaqat program and 
overcome barriers hindering its implementation?   
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Table 2.5 Linking the Literature Review to the Research and Interview Questions 
Serial No. Major Issues 
Major Authors and 
Institutions 
Related 
Research Main 
Questions 
Related Interview 
Questions 
1 
Knowledge 
management 
(Blake, 1988, 
Badaracco, 1991, 
Starbuck, 1992, 
Tampoe, 1993, 
Hedlund, 1994, Chase, 
1997, Davenport et al., 
1998, Swan et al., 
1999, Cortada and 
Woods, 1999b, 
Hansen et al., 1999, 
Cortada and Woods, 
1999a, Macintosh et 
al., 1999, Gore and 
Gore, 1999, Alavi and 
Leidner, 1999, uit 
Beijerse, 2000, 
KPMG, 2000, Nickols, 
2000, Duffy, 2000, 
Ambrosio, 2000, Civi, 
2000, Mertins et al., 
2001, Davenport and 
Sven C. Völpel, 2001, 
Shanks and Tay, 2001 
, Firestone and 
McElroy, 2003, Hussi, 
2004, Maqsood, 2006, 
Maier, 2007, Dalkir, 
2007, Ekionea and 
Fillion, 2009, Jennex 
et al., 2009, Jashapara, 
2011) 
RMQ1 
MOLQ2 
MOLQ5 
MOLQ8 
MOLQ9 
MOLQ11 
MOLQ12 
MOLQ16 
MOLQ18 
MOLQ20 
MOLQ21 
HRMQ1.1 
HRMQ1.2 
HRMQ1.3 
HRMQ1.4 
HRMQ2.4 
HRMQ4.3 
HRMQ6.4 
HRMQ6.5 
LEQ1.7 
LEQ1.8 
LEQ1.9 
NLEQ1.7 
NLEQ1.8 
NLEQ1.9 
Knowledge 
types 
(Polanyi, 1964, 
Szulanski, 2003, Lee 
and Choi, 2003, 
Nonaka and Konno, 
1998, Stenmark, 2001, 
Botha et al., 2014) 
Sticky 
knowledge 
(Hippel, 1994, Brown 
and Duguid, 2001, 
Szulanski, 2003, Bou-
Llusar and Segarra-
Cipres, 2006, Kidwell 
et al., 2000, Jennex, 
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Serial No. Major Issues 
Major Authors and 
Institutions 
Related 
Research Main 
Questions 
Related Interview 
Questions 
2009, Maqsood, 2006, 
Szulanski, 1996, 
Argote et al., 2003) 
Knowledge 
Management 
System 
(Markus, 2001, Hoffer 
et al., 2007, Ward et 
al., 2002, Wiig, 2002, 
Firestone and 
McElroy, 2003, 
Dreyfus and Iyer, 
2005) 
Knowledge 
Management 
Strategies 
(Argyris and Schön, 
1996, Har et al., 2010, 
Hansen et al., 1999, 
ten Have and Stevens, 
2003, Edvardsson, 
2008, Shanks and Tay, 
2001, Edvardsson, 
2003, Sumi, 2011) 
Knowledge 
Management 
frameworks 
(Dreyfus and Iyer, 
2005, Castellano et al., 
2005, Dae-Young and 
Young-Gul, 2005, 
Sussman and Siegal, 
2003) 
Knowledge 
Management 
life cycle 
(Wiig, 1993, Meyer 
and Zack, 1999, 
McElroy, 2003, 
McElroy, 1999, 
Dalkir, 2013, 
Bukowitz and 
Williams, 1999, Small 
and Sage, 2006, 
Bratianu and Orzea, 
2010) 
Knowledge 
Management 
tools 
(Bartholomew, 2008, 
Choi et al., 2010, 
Oshri et al., 2008, 
Dalkir, 2005, de 
Castro and Sánchez, 
2013, Small and Sage, 
2006, Chawla and 
Joshi, 2012, Gasik, 
2011, Hansen et al., 
1999, Nonaka, 1991) 
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Serial No. Major Issues 
Major Authors and 
Institutions 
Related 
Research Main 
Questions 
Related Interview 
Questions 
(Dalkir, 2013, 
Vonkrogh, 1998, 
Gretsch et al., 2012, 
Chen and Huang, 
2008) 
KM Approach 
Frameworks 
(Saini, 2013, 
KoVACEVIC and 
DJURICKoVIC, 2011, 
Wong and Aspinwall, 
2004, Wiig et al., 
1997, Holsapple and 
Joshi, 2002, Sadri 
McCampbell et al., 
1999, Wiig, 1999, 
Rubenstein-Montano 
et al., 2001) 
KM success 
Factors 
(Hasanali, 2002, 
Bixler, 2002, Ajmal et 
al., 2010, Williams, 
2009, Davenport et al., 
1998, Echeverri-
Carroll, 1999) 
2 
Human 
Resources 
management 
(Dulebohn et al., 1995, 
Lengnick-Hall and 
Lengnick-Hall, 2003, 
Legge, 1995, Reichel 
and Mayrhofer, 2009, 
Storey, 2007, Storey, 
1987, Guest, 2002, 
Ulrich, 1997, 
Armstrong, 2006, 
Truss et al., 1997) 
RMQ1 
MOLQ2 
MOLQ5 
MOLQ8 
MOLQ9 
MOLQ11 
MOLQ12 
MOLQ16 
MOLQ18 
MOLQ20 
MOLQ21 
HRMQ1.1 
HRMQ1.2 
HRMQ1.3 
HRMQ1.4 
HRMQ2.4 
Turnover/ 
employee 
replacement 
and Turnover 
(Abbasi and Hollman, 
2000, Mueller and 
Price, 1989, 
Mossholder et al., 
2005, Park and Shaw, 
2013, Firth et al., 
2004, Mano-Negrin 
and Tzafrir, 2004, 
Ongori, 2007, Hatch 
and Dyer, 2004)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Serial No. Major Issues 
Major Authors and 
Institutions 
Related 
Research Main 
Questions 
Related Interview 
Questions 
HRMQ4.3 
HRMQ6.4 
HRMQ6.5 
LEQ1.7 
LEQ1.8 
LEQ1.9 
NLEQ1.7 
NLEQ1.8 
NLEQ1.9 
3 
Links 
between 
Knowledge 
Management 
and Human 
Resources 
Management 
(Storey, 1989, 
Narasimha, 2000, 
Storey and Quintas, 
2001) 
RMQ1 
RMQ2 
RMQ5 
MOLQ3 
MOLQ6 
MOLQ7 
MOLQ9 
MOLQ17 
MOLQ18 
HRMQ1.1 
HRMQ1.2 
HRMQ1.3 
HRMQ1.4 
HRMQ2.1 
HRMQ2.2 
HRMQ2.3 
HRMQ2.4 
HRMQ2.5 
HRMQ2.6 
HRMQ2.7 
HRMQ2.8 
HRMQ3.1 
HRMQ3.2 
HRMQ3.3 
HRMQ4.1 
Selection 
process and 
Knowledge 
Management 
(Scarbrough, 2003, 
Narasimha, 2000, 
Chatman, 1991, Currie 
and Kerrin, 2003, Har 
et al., 2010, Glaeser 
and Kahn, 2001, 
DeLong, 2008, Argote 
et al., 2000) 
Development 
(training) and 
Knowledge 
Management 
(Har et al., 2010, 
Osikominu, 2012, 
Boon et al., 2007, 
Yahya and Goh, 2002, 
Calvert and Al-
Shetaiwi, 2002, Carter 
and Scarbrough, 2001) 
Performance 
management 
and 
(Har et al., 2010, 
Afiouni, 2007, Boon et 
al., 2007, Daninty et 
al., 2005, Brown and 
Heywood, 2005, 
Yahya and Goh, 2002, 
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Serial No. Major Issues 
Major Authors and 
Institutions 
Related 
Research Main 
Questions 
Related Interview 
Questions 
Knowledge 
Management 
Guest, 2002, 
Narasimha, 2000, 
Bürkland, 2009, 
Soliman and Spooner, 
2000) 
HRMQ4.2 
HRMQ4.3 
HRMQ5.1 
HRMQ5.2 
HRMQ5.3 
HRMQ5.4 
HRMQ6.1 
HRMQ6.2 
HRMQ6.3 
HRMQ6.4 
HRMQ6.5 
LEQ7 
LEQ8 
LEQ9 
NLEQ7 
NLEQ8 
NLEQ9 
Rewards and 
Knowledge 
Management 
(Li et al., 2006, 
Scarbrough, 2003, 
Bartol and Srivastava, 
2002, Narasimha, 
2000, Weinberger, 
1998, Tampoe, 1993, 
Har et al., 2010, Storey 
and Quintas, 2001, 
Yahya and Goh, 2002, 
Hansen et al., 1999, 
Barney, 1991) 
4 
The role of 
using these 
links in 
assisting 
employee’s 
replacement 
process 
(Ajmal and Helo, 
2010, Gloet, 2006, 
Oltra, 2005, Haesli and 
Boxall, 2005, Nickols, 
2000, Wong, 2008, 
Arif et al., 2012) 
RQ2 
HRMQ1.1 
HRMQ1.2 
HRMQ1.3 
HRMQ1.4 
HRMQ2.1 
HRMQ2.2 
HRMQ2.3 
HRMQ2.4 
HRMQ2.5 
HRMQ2.6 
HRMQ2.7 
HRMQ2.8 
HRMQ3.1 
HRMQ3.2 
The role of 
using HRM-
KM links in 
case of 
employee’s 
(Park and Shaw, 2013, 
Alenizi, 2013, 
Mosadeghrad et al., 
2011, Afiouni, 2007, 
Ongori, 2007, Huselid, 
1995, Ulrich, 1997, 
Drucker, 1993, 
Ruggles, 1998, Hislop, 
2003, Petersen and 
Poulfelt, 2002, Wright 
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Serial No. Major Issues 
Major Authors and 
Institutions 
Related 
Research Main 
Questions 
Related Interview 
Questions 
turn over 
 Organisatio
ns’ learning  
 Competitiv
e advantage 
 Trust 
 Innovative 
capabilities  
et al., 1994, Davenport 
and Sven C. Völpel, 
2001, Soliman and 
Spooner, 2000, 
Marshall et al., 1996, 
Shih and Chiang, 
2005, Lado and 
Wilson, 1994, Carter 
and Scarbrough, 2001, 
Lehaney et al., 2004, 
Darr and Kurtzberg, 
2000, Singh and 
Premarajan, 2007) 
HRMQ3.3 
HRMQ4.1 
HRMQ4.2 
HRMQ4.3 
HRMQ5.1 
HRMQ5.2 
HRMQ5.3 
HRMQ5.4 
HRMQ6.1 
HRMQ6.2 
HRMQ6.3 
HRMQ6.4 
HRMQ6.5 
LEQ7 
LEQ8 
LEQ9 
NLEQ7 
NLEQ8 
NLEQ9 
5 
Saudi Arabia 
and the new 
localisation 
program 
Nitaqat 
(News, 2011, 
KUNJIBAVA, 2011, 
Jamali and Sidani, 
2012, Arabia, 2012, 
KHAN, 2013, Sadi, 
2013, Saudi Gazette, 
2013, Alhamad, 2014, 
ARABNEWS, 2014, 
Rahman and Abdul-
Gader, 1993, Assaf et 
al., 1995, Okruhlik and 
Conge, 1997, Mellahi 
and T.Wood, 2001, 
Al-Wakeel, 2001, 
Calvert and Al-
Shetaiwi, 2002, Madhi 
and Barrientos, 2003, 
RQ3 
MOLQ1 
MOLQ2 
MOLQ3 
MOLQ4 
MOLQ5 
MOLQ6 
MOLQ7 
MOLQ8 
MOLQ9 
MOLQ10 
MOLQ11 
MOLQ12 
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Serial No. Major Issues 
Major Authors and 
Institutions 
Related 
Research Main 
Questions 
Related Interview 
Questions 
Looney and Hamad, 
2004, Al Dosary, 
2004, Bremmer, 2004, 
Al-Dosary and 
Rahman, 2005, Abdel-
Rahman, 2005, Abdul-
Ghafour, 2007, 
Mellahi, 2007, Sadi 
and Al Buraey, 2009, 
Achoui, 2009, 
Ramady, 2010, MEP, 
2010, Sadi and 
Henderson, 2010, Al-
Rasheed, 2010, 
Kawach, 2011, 
WAHAB, 2011, 
SAMA, 2011, 
Alarabiya.net, 2013, 
MOL, 2013b, MOL, 
2013a) 
MOLQ13 
MOLQ14 
MOLQ15 
MOLQ16 
MOLQ17 
MOLQ18 
MOLQ19 
MOLQ20 
MOLQ21 
MOLQ22 
HRMQ7.1 
HRMQ7.2 
HRMQ7.3 
HRMQ7.4 
HRMQ7.5 
HRMQ7.6 
HRMQ7.7 
HRMQ7.8 
LEQ1 
LEQ2 
LEQ5 
LEQ6 
LEQ10 
LEQ11 
NLEQ1 
NLEQ2 
NLEQ5 
NLEQ6 
NLEQ10 
NLEQ11 
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2.22. Chapter Summary 
Chapter 2 reviewed the relevant literature on the areas linked to this research. It defined and 
explained Knowledge Management and Human Resources Management and how they are 
applied in organisations. Their links served to assist the implementation of the employee 
replacement process. Further, this chapter found the role of using the links between KM and 
HRM to sustain the intellectual capital “knowledge” which may be lost when employees 
leave the company and have to be replaced. 
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CHAPTER 3: SAUDI ARABIA AND ITS NEW 
LOCALISATION PROGRAM: “NITAQAT” 
3.1. Saudi Arabia in brief  
 
Saudi Arabia’s official name in Arabic is al-mamlaka al-arabiya assaudiyia. In English, this 
means the Kingdom of Saudi Arabia (KSA). The Kingdom was established by King 
Abdulaziz Al- Saud on 23 September 1932. Saudi Arabia is well known principally for two 
major reasons: (i) its religious significance – millions of Muslims from all parts of the world 
go there to perform the annual pilgrimage Known as the hajj; and (ii) its oil reserves. In terms 
of land mass, Saudi Arabia is about one-fourth the size of the United States (830,000 square 
miles), and it occupies around four-fifths of the Arabian Peninsula. It is the largest nation in 
the Middle East, located at the crossroads of the three continents of Asia, Europe, and Africa. 
The Kingdom of Saudi Arabia consists of 13 regions:  Riyadh, Makka, Eastern, Madinah, 
Qassim, Aseer, Jazan, Najran, Tabuk, Northern Border, Hail, Baha, and Jauf 
(saudiembassy.net).   
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Figure 3.1 Saudi Arabia’s main regions 
Source: CIA World Fact Book (2014) 
 
The Kingdom is surrounded on the west by the Red Sea; by Oman and Yemen in the 
south; the United Arab Emirates, Qatar, and the Arabian Peninsula in the east; and Jordan, 
Iraq and Kuwait in the north. The capital is Riyadh.  
The country’s judicial system is based on Islamic Shari'ah (Islamic law). This law has 
its roots in the Holy Qur’an and the teachings of the Prophet Mohammed. Saudi Arabia has in 
total 22 government ministries: Interior, Foreign Affairs, Finance, Justice, Economy & 
Planning, , Culture & Information, Defence & Aviation, Education, Health, Higher 
Education, Commerce & Industry, Agriculture, Petroleum & Minerals, Labor, Municipal & 
Rural Affairs, Social Affairs, Pilgrimage, Civil Service, Transport, and Water & Electricity 
(see saudiembassy.net). 
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In 1948, the Kingdom’s founder issued a royal decree to set up the Directorate of 
Post, Telegraph and Telephone and originally connected to the Office of the Attorney 
General’s office. In 1975, following the exponential growth of the telecommunications 
sector, a royal decree ordered the establishment of the Ministry of Post, Telegraph and 
Telephone. As a sign of the government’s appreciation of the significance of information 
technology, the Ministry of Post, Telegraph, and Telephone was renamed the Ministry of 
Communication and Information Technology (mcit.gov.sa). Examples of the key duties and 
responsibilities of this ministry (mcit.gov.sa) are: firstly, issuing guidelines, strategies, and 
systems of communication and IT; secondly, executing the National Saudi Arabian IT Plan 
for the future; and thirdly, overseeing e-governance initiatives. 
In 1998, the government decided to partially privatise the ministry’s telephone and 
telecommunications section and hand over its affairs to a commercial firm called Saudi 
Telecom Company (STC) in order to reduce the increasing workload of the Ministry of 
Communication and Information Technology. Rising demand for communication and 
information throughout the nation prompted the government to order the creation of the 
Communication and Information Technology Commission (CITC). The responsibilities of 
CITC include, but are not limited to, the following areas (citc.gov.sa): firstly, the provision of 
Internet and communication services throughout the Kingdom of Saudi Arabia; and secondly, 
the enhancement of Internet and communication awareness throughout Saudi Arabia to 
improve national effectiveness and production. 
The CITC is also responsible for the registration of domain names with the suffix 
“.sa,” the Saudi country code (citc.gov.sa).  Besides having a partnership with the CITC and 
King Abdulaziz City for Science and Technology (KACST), the Ministry of Communication 
and Information Technology works with other organisations to achieve their goals, for 
example the Saudi Computer Society (SCS).  The SCS, founded in 1988, is a non-profit 
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national organisation that is instrumental in the initiation of education campaigns in 
information technology (computer.org.sa). Other efforts of the SCS include the organisation 
of (and participation in) industry events such as international conferences, seminars, and 
exhibitions. 
The SCS also provides consulting services to Saudi government organisations within 
the information technology and computing sector (computer.org.sa). Another noteworthy 
governmental organisation is the Saudi Arabian General Investment Authority (SAGIA), 
which is instrumental in the promotion of foreign investment in the Kingdom. SAGIA 
recognises that information technology plays a vital role in Saudi Arabia’s economy. The 
organisation aims to market national sectors (e.g., oil, gas, and IT) to foreign investors 
worldwide (sagia.gov.sa). 
The initial fibre optics network in the Kingdom started functioning in 1984 
(mcit.gov.sa). In 1998, a connection was established between the international network 
(BITNET) and the Gulf Network (GULFNET). This first international network connection in 
the Kingdom was managed by KACST in Riyadh. The fact that a connection circle by the 
George Washington University opened up the possibility of the network connection between 
BITNET and GULFNET is interesting. The King Faisal Hospital was the first organisation in 
the Kingdom to access the World Wide Web. As part of an Internet connection testing 
project, KACST was able to access the Internet through the King Faisal Hospital in 
December 1995. KACST trained 73 commercial companies in August 1998 to become 
Internet providers in the Kingdom, and licenses were granted to 41 companies in November 
1998 (mcit.gov.sa). 
The medical and educational institutions were the first users of the Internet in Saudi 
Arabia. The number of Internet users has grown exponentially since 1998, when the first 
citizens started using it. By the end of 2006, the number of Internet users in the Kingdom 
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reached more than 4,800,000, a huge increase over the 200,000 users in the year 2000. The 
growth of online connection in Saudi Arabia is shown in Figure 3.2 (internet.gov.sa). The 
Internet has become a research tool and an electronic board on which to publish content in 
Saudi Arabia. The 2005 ESCWA World Information Summit reports that the largest Arabic 
provider of Internet content is Saudi Arabia. Saudi Arabia is, in terms of global rankings 
regarding IT expenditure, ranked 45th. According to the 2005 CITC study, Saudi Arabia has 
spent four billion dollars on IT (itu.int/wsis). The spread of the Internet throughout Saudi 
Arabia and the improvement in Internet services are highlighted in a 2006 CITC report 
(citic.gov.sa). 
 
Figure 3.2  Internet usage in Saudi Arabia 
Source: internet.gov.sa 
The total population of Saudi Arabia stood at 27,345,986 in 2013. With the latest 
estimate for annual growth rate of 1.49% in 2013, Saudi Arabia has the 81
st
 highest 
population growth rate in the world (Factbook, 2014). The country’s population includes 
8,212,782 non-nationals who live and legally work in Saudi Arabia. This number increased 
by 12% in just one year (7,352,900 in 2012) (MOL, 2013a). Figure 3.3 shows the percentage 
of locals and non-locals in Saudi Arabia’s 13 regions. The government of Saudi Arabia does 
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not provide residency to any foreigners. It only offers working visas for their stay in the 
country and they have to leave when their visa expires and not renewed. 
 
Figure 3.3 Percentages of local and non-local in Saudi Arabia’s 13 regions 
Source: Saudi Ministry of Labor 
Al-Rasheed (2010) listed the huge number of non-locals and the unemployment rate as two 
real problems that Saudi Arabia faces and needs to resolve in the 21st century. Once they 
have satisfied health, occupational, educational and training requirements, the door is open 
for workers from all nationalities without any restrictions as the Kingdom wants to operate in 
a free market economy. Keeping the provisions of the Labour Law, as well as the regulations 
and decisions rendered on its implementation and the other relevant laws applicable in the 
Kingdom in mind, employers are at liberty to recruit workers from all over the world.  
 
3.2. Knowledge Management in Saudi Arabia 
The Saudi Arabian government has shown increased interest in knowledge 
management programs and their impact although the concept of knowledge management is 
relatively new in the country. Initiatives by the government and private sector to acquire KM 
tools and applications have been launched. The government-sponsored mega project called 
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the Knowledge Economic City is one such initiative that will cost approximately US $2 
billion. The objective of the Knowledge Economic City project is to create a knowledge-
based industrial city located in Al-Madinah Al-Mounawwarah. 
Another governmental agency working on implementing a KM system is the Saudi 
Arabian General Investment Authority (SAGIA). The creation of an improved decision-
making environment is the main purpose of organising its internal knowledge. The creation 
of knowledge and providing it to investors who need it is another feature of the SAGIA KM 
system (alriyadh.com). Expanding on this theme, government organisations, including those 
in the cultural sphere, too have emphasised the value of knowledge. Janadria, a national 
festival for heritage and culture, is sponsored each year by the Saudi Arabian National Guard. 
This is a prime example of how the value of knowledge extends to other government 
organisations. Critical national and global issues are addressed in seminars and symposiums 
that take place during the festival. “Knowledge and Development” was the title selected by 
the 2004 Janadria for its cultural symposiums and seminars. Important Arab national and 
international researchers, professionals, and academics in the field of IT presented three very 
important seminars in 2004.  
Moreover the ALAGAR Group has been tasked with transforming Saudi Arabia into a 
knowledge community by the year 2022. The main goals for the group include but are not 
limited to the following: 
 To set up a strong Saudi knowledge economy which places the country in a 
leading position among inventive nations 
 To diversify the Kingdom’s economy 
 To enhance the national knowledge infrastructure (ALAGAR Group, 2009) 
Judging by previous initiatives and projects in Saudi Arabia, it is clear that the 
government of Saudi Arabia is aware of the importance of knowledge management. 
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However, there is no such evidence of including an initiative that is linked to the human 
resources management on a “country scale”.  
3.3. Employment law in Saudi Arabia  
The employment Law in Saudi Arabia regulates all aspects of labour relations 
between workers and employees and is applicable to all Saudi and non-Saudi workers 
without discrimination.  A copy of the Saudi Arabia’s employment law is attached with this 
thesis as Appendix 1. 
3.4. The unemployment rate in Saudi Arabia 
The number of unemployed Saudis rose by 5.3% in the first half of 2014. The number 
of unemployed Saudis increased to 657,047 at the end of the first half of this year, compared 
to 622,533 at the end of 2013, an increase of 34,514 in just six months. This was due to the 
increase in unemployed females by 35,608, while the number of unemployed males 
decreased by 1,094. Table 3.1 shows the unemployed Saudis according to gender. 
Table 3.1 Unemployed Saudis according to gender 
Source: Saudi Ministry of Labor 
 Male Female Total 
The end of first half of 2014 260,298 396,749 657,047 
End of 2013 261,392 361,141 622,533 
change -1,094 35,608 34,514 
% change -0.4 9 5.3 
 
The results showed a high rate of unemployment among Saudis at 11.8 % at the end 
of the first half of 2014, compared to 11.5 % at the end of the fourth quarter of the year 2013, 
to hit the highest level since the second quarter of 2013, when it achieved the same level.  
The improvement in the unemployment rate among Saudi males saw it reach 6% at 
the end of the first half of this year, compared to 6.1% by the end of the fourth quarter of last 
year, with an increase among the unemployed females (33.3%), after an improvement at the 
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end of last year with 32.1%. Table 3.2 shows the quarterly unemployment rate according to 
gender in Saudi Arabia. 
The total labour force of Saudi Arabian citizens consisted of 5.55 million people, 4.4 
million males (78 %), and 1.2 million females (22%) at the end of the first half of 2014. The 
current number of employed Saudis is about 4.9 million, of which 4.1 million are male 
(84%), and 796 thousand are females (16%) of the employed Saudis. 
Table 3.2  Quarterly unemployment rate according to gender in Saudi Arabia  
Source: Saudi Ministry of Labor 
Period Male Female total 
First quarter of 2012 6.9 34.0 12.2 
Second quarter of 2012 6.4 35.1 12.1 
Third quarter of 2012 6.1 35.7 12.1 
Fourth quarter of 2012 6.0 35.7 12.0 
First quarter of 2013 6.3 34.8 12.0 
Second quarter of 2013 6.2 34.0 11.8 
Third quarter of 2013 6.1 33.2 11.7 
Fourth quarter of 2013 6.1 32.1 11.5 
Second quarter of 2014 6.0 33.3 11.8 
 
The unemployed number of Saudis at the end of the first half of 2014 was 657 
thousand people, 40% of them are males with total number about 260.3 thousand Saudi male, 
and 60% females with total number about 396.7 thousand Saudi female.  
The number of unemployed Saudis male was about 261.4 thousand at the end of 2013, while 
the number of the unemployed Saudi female was 361.1 thousand. Therefore, the number of 
unemployed Saudi women rose by 9 %, while the number of Saudi males fell by 0.4 %, this 
reflected a slight improvement in unemployment of male vs female in Saudi Arabia.  
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The entire labour force in Saudi Arabia (Saudis and non-Saudis), is about 11.6 million people 
10.9 million are currently working and about 700 thousand unemployed. Figure 3.4 shows the 
unemployment rate in Saudi Arabia for the last 9 years 
 
Figure 3.4 The unemployment rate in Saudi Arabia for the last 9 years 
Source: Saudi Ministry of Labor 
 
3.5. The distribution of the unemployed Saudis according to level of 
education 
The number of unemployed Saudis at the end of the first half of 2014 was about 
657,000, divided into 9 levels of education (illiterate, reads and writes, primary school, 
middle or intermediate school, secondary or equivalent certificates, diploma without the 
university, Bachelor degree, and, finally Higher Diploma / Master/ PhD) as presented in 
Table 3.3. According to the Saudi Ministry of Labor, 80% of the unemployed Saudis have 
secondary school certificates or equivalent, and a Bachelor's degree.  
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Table 3.3 Numbers of unemployed Saudis at the end of the first half of 2014 according to 
level of education 
Source: Saudi Ministry of Labour 
Educational status Number Percentage % 
Illiterate 396 0.06027 
Read and write 1920 0.292217 
Primary school certificates 21015 3.198401 
Intermediate school certificates 34592 5.264768 
Secondary school certificates or equivalent 242892 36.96722 
Diploma before university 70009 10.6551 
Bachelor’s degree 281336 42.81825 
Masters/ high Diploma /PhD 4887 0.743782 
Total 657047 100 
 
Saudis who have a Bachelor's degree (higher education or university) represented 
43% of the total number of the unemployed Saudis (281,336 Saudis). Saudi who have a 
secondary or equivalent certificate were 242,892 people, representing 37% of the total 
number of unemployed Saudis. These two populations represent about 80% of the total 
unemployed Saudis at the end of the first half of 2014 with a total of 524,200. On the other 
hand, the number of (illiterate) unemployed people was only 396 which represent 0.06% of 
unemployed Saudis.  
 
3.6. The Nitaqat program and its Status in the kingdom of Saudi 
Arabia 
Saudisation in the context of the Nitaqat program means replacing foreign employees 
in the Kingdom of Saudi Arabia with locals (Al-Dosary & Rahman, 2005).  One of the 
biggest problems in Saudi Arabia is the unemployment rate for locals. In 2004, according to 
one source the percentage of non-working Saudis was 8.2% (Looney, 2004). This increased 
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in 2010 to 10.8%. Moreover, these figures are for male citizens only; other estimates for both 
male and female citizens range as high as 30% (Ramady, 2010). 
 “Nitaqat” is an Arabic word meaning “zones” or “limits”. The primary goal of this 
program is to assist the Saudisation initiative and to absorb Saudi job seekers. Theoretically, 
this should reduce the unemployment rate by forcing companies and firms to hire Saudis. The 
Saudi Ministry of Labor announced the program in June 2011. The program sets penalties for 
non-compliance with the rules such as the restriction on foreign workers who have lived in 
Saudi Arabia for less than 6 years for both red and yellow zone companies. In Appendix 6 a 
full copy can be found of the employment sectors classification and criteria of the colour 
system for private companies working in the respective sectors and the required Saudisation 
percentages set by the MOL in Saudi Arabia. 
Companies in Saudi Arabia who did not employ enough local workers under the new 
rules were also told they may have their foreign workers taken away through the non-renewal 
of visas and the inability to obtain new working visas. The Saudi Labor Minister stated that it 
was the right time to force companies in the Saudi private sector to hire locals (News, 2011). 
Nitaqat divided the Saudi private sector enterprises into four zones, currently some of them 
are situated in the green and excellent zones which have achieved reasonable and acceptable 
rates of localisation. The enterprises that are located in the yellow and red zones did not 
employ Saudis, or their Saudisation rate was less than acceptable. They have been given 
sufficient time to correct their processes in order to move to the green and excellent zones. 
The aim of the ministry through Nitiqat program is to use Saudisation rates as a 
competitive feature among the private sector firms. The firms that engaged with Nitiqat and 
within the excellent and green zones will be provided with a package of facilities and 
motivations, making it easier to deal with their employees and workers’ unions and give them 
sufficient flexibility to achieve expected growth levels, Also the program aims to create a 
 Page | 105 
much needed balance between the advantages of hiring a foreign worker and the Saudi 
worker by raising the costs of maintaining foreign workers in the red and yellow zones. 
Nitiqat can be considered a monitoring tool for the Saudi labour market that aims to achieve a 
growth in localising jobs in the private sector and to move the unemployment rate in the 
country to lower levels. 
The Nitaqat program provides an integrated set of incentives for those companies that 
are working to increase the number of Saudi employees, which also clearly defines the 
consequences faced by those companies that are unable to achieve this.  As it was mentioned 
before, Nitaqat classifies the private sector enterprises into (4) zones (platinum, green, yellow 
and red) as well as enterprises having less than 9 employees. 
The Saudi Ministry of Labor takes in consideration both unemployment and 
localisation from a holistic perspective that believes in combining long-term solutions 
through policies that generate opportunities and align output in addition to replacement 
policies through initiatives and programs that provide short-term solutions. Therefore the 
ministry focuses on the quality factor in its systems in order to achieve the country’s current 
development plan, which states the need to expedite the growth and development of Saudi 
human resources in terms of both quality and quantity. 
Yeganeh and Su (2008) have argued that employees could be considered valuable 
assets that help influence the competitiveness of organisations. However, in the case of this 
new localisation program, the knowledge that foreign workers have is their most valuable 
asset. When employees leave any organisation, knowledge leaves with them as well (Phaladi, 
2011). Accordingly, and in order to transfer knowledge successfully to locals, the 
government should act soon to retain the knowledge held by these workers in order to 
maintain the competitive advantage of intellectual capital.  According to DeLong (2008), lost 
knowledge can have an impact on any organisation by reducing innovative capacity, reducing 
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organisational efficiency, giving competitors an advantage, and increasing vulnerability. 
More importantly, losing knowledge due employee turnover across many organisations has 
great effects on a country. If Saudi Arabia keeps forcing companies to replace their non-local 
employees without considering the importance of knowledge transfer and the effects of 
employee turnover, the same effects felt on the organisational level will be felt nation-wide.  
 
Some of the benefits that the only green zone companies will be able to receive are: 
 Receiving visa applications in accordance with the rules of the new employment 
standards; if the company maintained its position in the green zone after grants and 
did not apply for new visas more than once every two months. 
 Green zone enterprises have the right to obtain only one alternative visa for each two 
final exit visas. 
 The ability of changing the expatriate's careers to other occupations, including those 
limited to Saudis; except the excluded careers that were decided on by the Council of 
Ministers (recruitment officers, reception, commentators and government 
departments, auditors and treasurers, and security guards). 
 For enterprises in the green zone, the Ministry will continue its services for only 6 
months to those enterprises with expired licenses or certificates of other government 
agencies, such as Zakat certificate, professional licenses, commercial register license 
or municipal license. 
 The ability to renew the work permit visa for foreign workers, regardless of the 
duration of residence; that the remaining duration in that visa is no more than three 
months on the renewal date. 
 Page | 107 
 The ability to contract with expatriates from enterprises that are located in the red 
zone and transfer their services without their current employer approval (won 
condition that the company stays in the green zone) 
 The ability to contract with expatriates from enterprises located in the red or yellow 
zones and transfer their services without their current employer’s approval. 
 
The last benefit of Nitaqat was considered as a disadvantage by (Alenizi (2013). He 
mentioned that the new program Nitaqat allows non-local employees who are working in the 
red or yellow zone companies should transfer their services to companies and enterprises in 
the green zone without their current employer’s approval. This problem caused a huge 
number of employee turnover in both red and yellow zones companies who failed to hire 
more Saudis.   
Alenizi (2013) also mentioned that although Nitaqat helped around 250,000 Saudis in 
finding jobs, the program has failed to help the majority of these Saudis stay in their current 
job and not move from one company to another if they found a better position. Furthermore 
Alenizi (2013) noted that 70% of companies in the private sector have suffered in the first 
year from employee turnover. Moreover, the Saudi Ministry of Labor in its yearly statistical 
book listed around 400 companies that have ceased business due to their inability to meet the 
minimum requirements of hiring locals. Furthermore, the MOL noted that around 2,952,572 
non-local employees got approval from them to change workplace due to the Nitaqat program 
and where the company is zoned. This percentage rose by (633 %) compared to 2012 which 
was 21,892 non-local employees (MOL, 2014).  
Other companies in Saudi’s Arabia started to use what is known as “Delusive 
Saudisation” or “Fake Saudisation” which is a way to include just the names of Saudi 
national employees in their payroll system in order to avoid penalties that related to Nitaqat. 
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One such recent case is the General Organisation for Social Insurance (GOSI) which 
published in their statistical yearly book for 2013, that 104,000 Saudi women were registered 
as working in the construction sector (GOSI, 2014). This incident made many in the country 
wonder about the authenticity of that number and the Ministry of Labor was asked to check it 
(Al-Maliki, 2014). 
The Saudi Ministry of Labor established follow-up teams from of the ministry that 
went to all cities in Saudi Arabia. The mission inspected the Saudi private sector facilities to 
see how these enterprises are following Nitaqat and their status for the Saudisation rates. The 
ministry has recently added 1000 new inspectors to assist in Nitaqat program. At the 
beginning of 2014 the Ministry of Labor unveiled a “comprehensive plan” to control and end 
the fake employment. The Ministry of Labor et penalties that could mean five years’ 
imprisonment and fines of up to SR10 million (US $2.6 million), in addition to preventing 
violators from recruiting expatriates, seeking loans and transferring sponsorship from 
business owners (Akbaar24, 2015). 
Companies in Saudi Arabia have to improve their recruitment plans in order to 
achieve not only the needed rate of Saudisation rate but also focus on the capabilities of new 
employees. The Saudi Ministry of Labor continue to develop the Nitaqat program so that it is 
accurate is achieving the desired goals, taking advantage of practices in more developed 
countries, and ensure Saudi Arabia’s labour policies raise productivity and provide job 
opportunities. 
3.7. Chapter Summary 
The Nitaqat program is a great opportunity for the Kingdom of Saudi Arabia provided 
that it is applied correctly. If it is successful, the program could reduce the country’s 
unemployment rate and minimise the remittances that foreign workers send to their home 
countries. Successful KM and HRM strategies will assist in the worker replacement process 
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and help retain knowledge that could give Saudi private sector companies a competitive 
advantage. Businesses in Saudi Arabia need to benefit from developed countries’ experiences 
and practices in order to develop and compete with other organisations. This research will 
allow Saudi Arabia and other developing countries to benefit from and enrich the work in the 
field of KM and HRM. The country can replace foreign workers with locals without losing 
the competitive advantage provided by understanding how to retain knowledge.  This chapter 
described Saudi Arabia as a country and its knowledge management status. It also examined 
the employment law in Saudi Arabia and the issues for establishing Nitaqat.  
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CHAPTER 4: RESEARCH DESIGN AND METHODOLOGY 
4.1. Research Method 
The purpose of this chapter is to describe the research method employed in this thesis. 
It is important to discuss the research method that is used here in order to disseminate the 
results and conclusion (Gunning & Fellows, 1997). Moreover, the research method assists 
with answering the questions and fulfilling the objectives of the study. One of most useful 
ways to choose the right research method is to understand the research paradigm, approach, 
and goals. The chapter starts explains what is research, the different types of research 
methods and designs, overview of different research paradigms and research methodology. 
Then, a description of the research design, strategy and data collection and analysis used for 
this thesis will be provided. 
4.2. The meaning of research 
The definition of the word ‘research’ in the Longman Dictionary (1995) is “The 
studious study of a subject that is intended to discover new facts or test new ideas; the 
activity of finding information about something that one is interested in or needs to know 
about” (p.1205). Further, Mertens (2005) defined research as an investigation that includes 
data collection and data analysis in an effort to understand and describe a phenomenon in 
order to predict or control that phenomenon 
4.3. Research Paradigms  
The research paradigm is the theoretical framework of the research (Mertens, 2005). 
Mackenzie and Knipe (2006) stated that the research paradigm influences the way that 
knowledge is interpreted and establishes the motivations and expectations of the research. 
Mackenzie and Knipe (2006) asserted that nominating and setting a paradigm in the first step 
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of the research leads to the subsequent choice of methodology, methods, and research design. 
Moreover, Mackenzie and Knipe (2006) mentioned three basic elements for a paradigm: a 
belief about the nature of knowledge, a methodology and criteria for validity. 
Understanding all the research paradigms can be confusing but Saunders et al. (2003) 
simplified it by conceptualising an illustration that reveals these paradigms in a “research 
onion” 
 
  
Figure 4.1 Research Onion, from Saunders et al. (2003) 
 
The research onion starts with the external first layer that includes the various philosophies 
which are also known as paradigms, namely positivism, realism, interpretivism, objectivism, 
subjectivism, pragmatism, functionalist, interpretive, radical humanist and radical 
structuralist. The second layer includes the two main approaches or the main methods of 
reasoning in research which are the inductive and deductive approaches. The third layer 
includes and lists the available research strategies which are experiment, survey, case study, 
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action research, grounded theory, ethnography, and archival research. The fourth layer 
provides the choices of three different types of research methodologies based on qualitative 
and quantitative methods, these being mono method, mixed methods and multi-methods. The 
fifth layer is concerned with time horizons which include cross-sectional and longitudinal. 
The final layer is the sixth layer which refers to the techniques and procedures of data 
collection and analysis. This layer results from the selection of philosophies, approaches, 
strategies, choices and time horizons. 
4.4. Understanding Research Methodologies  
Methodology is an important subject for any study and it identifies and explains the following 
- the research method, the research limitation, research resources, research presuppositions 
and consequences (Miller, 1983). The research methods are mainly divided into two main 
methods and these are the qualitative and quantitative methods.  
Golafshani (2003) mentioned that quantitative research is linked to experimental methods and 
statistical or numeric measures in order to test hypothetical generalisations. Further, in a 
quantitative study the information is in the form of numbers and the mathematical process is 
the basis of analysis. The final results of the quantitative research are always expressed and 
presented in statistical forms (Charles, 1995). 
On the other hand, qualitative research was defined by Strauss and Corbin (1990) as "any 
kind of research that produces findings not arrived at by means of statistical procedures or 
other means of quantification" (p. 17). This method uses a realistic approach that seeks to 
comprehend a phenomenon in a specific setting or context where the researcher does not 
attempt to change or manipulate the characteristics of the phenomenon or the subject being 
analysed (Golafshani, 2003).  There are many choices for research methods and researchers 
could use a single method or combine different methods as shown in Figure 4.2. 
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Figure 4.2 Research methods, from Saunders et al. (2007) 
 
4.5. Understanding Research Design  
Longman Dictionary (1995) defined the word “design” as “the art or process of making a 
drawing of something to show how you will make it or what it will look like” (Longman 
Dictionary of Contemporary English).  Design primarily deals with intentions, purposes, 
aims, plans and sitting goals to be achieved. Anstas (1999) defined research design as the 
overall strategy that a scholar chooses to gather different components of a study in a logical 
way that covers the research problem, data collection, data analysis and the suggested 
answers to a research problem. Hakim (1987) stated that research design provides an overall 
practical view of the central issues involved in a study such as data collection and data 
analysis. The following section explains the philosophical research approaches, strategies, 
and stages used in this thesis. 
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4.6. The methodology, approach and stages of this research  
Fellows and Liu (2008, p. 17) defined the paradigm of research as “a theoretical 
framework which includes a system by which people view events”. There are two main and 
widely-known paradigms: “positivism” and “interpretivism”. Positivism which is also known 
as a rationalist, normative and quantitative paradigm is based on the assumption that there is a 
separation between the research “object” and the research “subject” (Smith, 2008). The 
positivist paradigm often adopts a deductive form of reasoning and consists of hypothesis 
development. A researcher’s observation of facts is the only way to explore and understand 
the phenomenon of interest (Easterby-Smith et al., 2001). Also, this paradigm usually starts 
with models or theories that include a definition of the study’s variables and the hypotheses 
to be tested (Williamson, 2006, p. 84). There are various research strategies that are more 
commonly used in positivistic paradigms such as laboratory experiments, field experiments, 
archival analysis, forecasting future research, simulation, game/role playing and surveys 
(Galliers & Land, 1987). 
Interpretivism is also known as social constructivism and qualitative analysis, and is 
based on the idea that reality is subjective, and the interaction of the researcher is valued 
(Easterby-Smith et al., 2001). Moreover, the interpretivist paradigm is often inductive and 
aims to emphasise meaning, discovery of a theory, and qualitative data (Williamson, 2006, p. 
84). Various research strategies are commonly used in the interpretivist paradigm such as 
case study, archival analysis, historical explanatory studies, subjective argumentative, action 
research, grounded theory, descriptive and interpretive analysis (Galliers & Land, 1987; Yin, 
1994). 
This study is takes on a Social Constructivism Approach (case study, descriptive 
study, and exploratory research) because it seeks to document a particular subject, i.e. “the 
links between HRM and KM,” and also to investigate the role of these links in supporting the 
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employee replacement process (Fellows & Liu, 2008, p. 85). Moreover, O'Leary (2004, p. 
115) defined the case study as “a method of studying elements of the social through 
comprehensive description and analysis of a single situation” which this study aims to do. 
Table 4.6.1 below is based on Galliers (1992, pp. 144-59) and Yin (1994, pp. 3-9, 
cited in Maqsood, 2006). It summarises many approaches in the interpretivism paradigm 
based on the research question, and the features for each approach.  
Table 4.1 Interpretivism paradigm approaches  
Research 
Approach 
Research 
Questions 
Key Features 
1. Case Study How, why 
Case studies can either be explanatory, exploratory, or 
descriptive, in all cases focusing on contemporary 
phenomenon in real-life settings. They allow the capture 
and analysis of many variables, but are generally 
restricted to a defined event or organisation, making 
generalisation difficult. 
2. Archival 
Analysis 
Who, what, 
where, how 
many / much 
Based upon the quantitative and qualitative analysis of 
archival records to describe the incidence or prevalence 
of a phenomenon, or to be predictive about certain 
outcomes. 
3. History How, why 
Explanatory studies that deal with operational links over 
time. 
4. Subjective 
Argumentative 
What 
A creative, free-flowing, unstructured approach to 
theory building that is based upon opinion and 
speculation. A subjective approach that places 
considerable emphasis upon the perspective of the 
researcher, its objective is the creation of new ideas and 
insights 
5. Action 
Research 
What to do, 
how, why 
This is applied research where there is an attempt to 
obtain results and benefits of practical value to groups 
with whom the researcher is allied, while at the same 
time maintaining a holistic perspective and adding to 
theoretical knowledge. The underlying philosophy is 
that the presence of the researcher will change the 
situation under investigation. 
6. Grounded 
Theory 
What 
A structured approach to forming and eliciting theory 
grounded in data. 
7. Descriptive, 
Interpretive 
What, how, 
why 
Based upon the philosophy that phenomena are the 
essence of experience, this form of research seeks to 
represent reality using an in-depth self-validating 
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Research 
Approach 
Research 
Questions 
Key Features 
process in which presuppositions are continually 
questioned, and the understanding of the phenomena 
under study is refined. The approach allows the 
development of cumulative knowledge by incorporating 
the thorough review of the literature and past research as 
well as the current investigation. This encourages 
additional insight, and well as ensuring that subsequent 
research builds on past endeavours. 
 
4.7. Research Design 
As mentioned in the previous section, this research is a descriptive analysis and as such will 
help to answer the research questions (see subsection 1.6 in Chapter 1). 
Descriptive research designs are used in this study to obtain information on the current status 
of the Nitaqat program and localisation in Saudi Arabia. The aim of the research design is to 
generate a holistic view of what the whole issue is about.  
This research was conducted in four stages and each stage will be presented below: 
 
4.7.1. Stage 1 
• Conducting a literature review in both KM and HRM areas: exploring the general 
benefits of good KM and HRM strategies for firms/organisations. 
• This will assist in building comprehensively linked strategies between KM and HRM. 
Many studies on HRM and KM start with a literature review (see Horwitz et al., 2003; 
DeTienne et al., 2004; Egbu & Botterill, 2001). Moreover, Fellows and Liu (2008, p. 
62) stated that reviewing relevant literature is the first step in doing research. The aim 
of the literature review is to answer the first question: What is the relationship 
between KM and HRM?; and the second question: How may the integration of KM 
and HRM support the employee replacement process 
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4.7.2. Stage 2 
 The archival analysis approach will be used to study documents published by the 
Saudi Ministry of Labor in order to understand how Nitaqat works. Yin (1994) 
suggested that archival records are beneficial in case studies because they may include 
data, charts, maps, statistics, and even personal records which may assist in the 
secondary data of this research. The archival analysis will focus on the new 
localisation program as documented by different entities such as the Ministry of Labor 
and the media.  
 Conducting semi-structured interview(s) with “Nitaqat’s responsible manager” in 
order to check and understand the ministry’s point of view of the program and if there 
are any associated programs or future plans. 
 This stage will answer the third question: What considerations are being made by the 
Saudi Ministry of Labor in relation to KM-HRM integration before and during 
enforcing the new localisation program known as Nitaqat? 
 
4.7.3. Stage 3 
• This will be a case study in Saudi Arabia based on interviews with HR managers, KM 
experts (if available), local employees and non-local employees in 5 large, 5 medium-
sized and 5 small companies in order to collect the primary data. The five economic 
sectors that will be explored are: construction; wholesale and retail trade; 
manufacturing; agriculture, forests, hunting and fishing; and transport, storage and 
telecommunications. These industries/sectors employ most foreign workers in private 
enterprise in Saudi Arabia. 
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These five sectors were considered worthy as they include the majorities of foreign 
labor in the private sector in Saudi Arabia. 
 
Figure 4.3: Distribution of foreign labour in the private sector in Saudi Arabia 
Source: Saudi Ministry of Labor 
• Selected organisations: 1 green, 1 yellow, 1 red in each of these five sectors. 
• Research instrument: Semi-structured interviews 
• Respondents: HR managers and/or KM experts (if available), local employees and 
non-local employees 
This stage will answer the fourth question:   
What barriers do Saudi organisations face while enforcing Nitaqat? 
 
4.7.4. Stage 4 
• The aim of this stage is to answer the last question in this research: How can 
integration of KM and HRM support the Nitaqat program and overcome barriers 
hindering its implementation?    
• This stage will analyse the case study results and integrate them as well as those of the 
literature review. 
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4.8. Sample and Data Collection 
For this research, interviews were used to collect the qualitative data. There are three 
common approaches for interviews and these are unstructured, semi-structured and 
structured strategies. Structured interviews often produce quantitative data while 
unstructured interviews are usually equivalent to guided conversations where the 
researcher asks general questions and observes and records notes. It is a process that 
is conducted in conjunction with the collection of observational data. The semi-
structured interviews are the most commonly used method for qualitative research and 
can apply to both individuals or groups. Usually they take between 30 minutes to 
several hours to complete and are generally based on a set of open-ended questions, 
with other questions emerging from the conversation between the interviewer “and 
interviewee (Wengraf, 2001). 
For this study the researcher employed semi-structured interviews to investigate 
participants’ experiences with Nitaqat and in particular HRM and KM activities. The 
questions are listed in the appendixes 2, 3, 4 and 5. Data for this research were 
obtained from individual face-to-face semi-structured interviews with Nitaqat’s 
manager from the MOL, 13 Saudi HR managers, 13 local Saudi employees, 13 non-
local employees. Secondary sources were Ministry of Labor documents and 
announcements about the Nitaqat program, and articles in Saudi Arabian major 
newspapers and specialist journals or magazines.  
The interviews focused on the characteristics of current HRM activities in each 
company, the new localisation program known as Nitaqat and the current status of the 
company during Nitaqat implementation. Further, the localisation problems faced by 
HR managers and the outcomes of the Nitaqat program on the current expatriates 
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were documented. Participants were asked if the program will enhance their 
company’s performance if locals were employed instead of foreign workers.  
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4.9. Linking interview questions with major research questions: 
This section will list the research major questions (RMQ), the Minsty of Labor 
interview questions (MOLQ), the HR managers questions (HRMQ), the local 
employees questions (LEQ) , the non-local employees questions (NLEQ) and then 
link them all in the table 4.9.1 in order to show the links of all the interviews 
questions with the reseach major questions. 
 
Research Major Questions 
RMQ1. What is the Relationship between KM and HRM? 
RMQ2. How the integration of KM and HRM may support the employee 
replacement process? 
RMQ3. What considerations are being made by Saudi Ministry of Labour in 
relation to KM-HRM integration before and during enforcing the new 
localisation program “Nitaqat”? 
RMQ4. What barriers are Saudi Organisations facing while enforcing Nitaqat? 
RMQ5. How an integration of KM and HRM may support Nitaqat program and 
overcome barriers hindering its implementation?   
 
Ministry of Labor’s questions: 
MOLQ1. What is Nitaqat? 
MOLQ2. What are Nitaqat’s short-and long-term goals? 
MOLQ3. What are the steps and the considerations that have been undertaken 
before the implementation of Nitaqat program? 
MOLQ4. What kind of incentives and restrictions will companies face once the 
program is fully implemented? 
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MOLQ5. Is it true that because of Nitaqat all expatriates stay in Saudi Arabia is now 
limited to 6 years only? 
MOLQ6. Have Nitaqat been relying on previous studies? 
MOLQ7. Have all private sector’s enterprises and organisations linked to the 
Ministry of Labor (MOL) database? 
MOLQ8. On what basis companies are assessed and distribution in the Nitaqat? 
MOLQ9. Does Nitaqat program linked with another databases? What are they? 
MOLQ10. Does Nitaqat program flexible or fixed?  
MOLQ11. Does the program will export the workers who have spent six years in 
Saudi Arabia who already working in the red zone companies?  
MOLQ12. How this program will contribute to the Saudi Arabia’s working 
environment in from the ministry point of view? 
MOLQ13. What are the other programs or initiatives that have been linked to Nitaqat 
program and what are these links? Is there integration between them or 
with other relevant economic and social policies and initiatives? 
MOLQ14. How will Nitaqat work vis-a-vis the rising recruitment trends? 
MOLQ15. Are there any statistics can be providing in assisting this study? 
MOLQ16. Are there any exceptions for the red zone employees? 
MOLQ17. Have the Ministry of Labor (MOL) been relying on KM strategies in 
designing Nitaqat program? 
MOLQ18. What is the role of the Saudi Human Resources Development Fund in 
supporting Nitaqat program? 
MOLQ19. Is there a national information centre in Saudi Arabia interested in jobs 
vacancy and jobs seekers? 
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MOLQ20. Are there plans for conducting special training courses to jobs seekers to 
orient them to the jobs environment and other work related issues? 
MOLQ21. Is there any formulation of realistic policies and targets by the Ministry of 
Labor (MOL), "taking into account changing economic conditions and the 
availability of workers"? 
MOLQ22. Are all jobs in the Saudi private sector classified? Is there a minimum 
wages for each job? What’s the role of both MOL and Nitaqat program in 
setting these minimum wages? 
 
Human Resources Manager’s questions  
HRMQ1. HR Structuring 
HRMQ 1.1. Has this organisation got a documented vision/ mission/ strategy for 
HR Dept.?  
HRMQ 1.2. Has this organisation got a documented organisational structure and 
procedures for the workflow? 
HRMQ 1.3. Is there any KM department or strategy in this organisation? 
HRMQ 1.4. What are the links between KM and HRM in your opinion? 
      
HRMQ2. Employment: 
HRMQ 2.1. Who is responsible to identify the vacant jobs? 
HRMQ 2.2. How the attraction & recruiting of employees and employment process 
take place in this organisation? 
HRMQ 2.3. Are you as an organisation implementing the recruiting procedures of 
the Ministry of Civil Services? 
HRMQ 2.4.  Is there a documented procedure for joining the work by new 
employee in the organisation? 
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HRMQ 2.5. Is there procedure or policy to retain High Value/High Risk employees 
within the organisation? 
HRMQ 2.6. Have you got a program for integrating the employee within the work 
environment? 
HRMQ 2.7. If yes, so what is this program and what is your evaluation for it? 
HRMQ 2.8. What is the percentage of non-locals in this organisation? 
 
HRMQ3. Performance Appraisal: 
HRMQ 3.1. Is there a particular system adopted for employees’ performance 
appraisal?  
HRMQ 3.2. What is the objective of the performance appraisal system that used in 
this organisation? 
HRMQ 3.3. Based on your opinion, to what extent you consider the effectiveness of 
the performance appraisal system that used in the organisation? 
 
HRMQ4. Reward system: 
HRMQ 4.1. What reward system is in place in this organisation? 
HRMQ 4.2. What is the role of reward system on organisational culture in this 
organisation and how you describe this culture?  
HRMQ 4.3. What are the benefits of having a reward system and what are the 
effects on transferring knowledge between employees? 
 
HRMQ5. Training: 
HRMQ 5.1. What is the training plan for employees in this organisation? 
HRMQ 5.2. What are the objectives of this plan? 
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HRMQ 5.3. What is the benefit is that gained by developing the training system in 
the organisation? 
HRMQ 5.4. Are there particular plan or strategies concerning planning and 
development for the staff? 
 
HRMQ6. Policies & Procedures: 
HRMQ 6.1. What are the procedures used for informing the new employees about 
the new policies, regulations & instructions? 
HRMQ 6.2. What are the procedures used to inform employees about the possibility 
of abandoning his/her services?  
HRMQ 6.3. Are the previous procedures documented? 
HRMQ 6.4. Based on your opinion, to what extent the knowledge management 
affects in developing the policies & procedures of the HR department 
HRMQ 6.5.  Is there a documented procedure that may encourage the 
transformation of knowledge in the organisation? 
 
HRMQ7. Nitaqat Program, KM  and this organisation : 
HRMQ 7.1. Which phase of Nitaqat is this organisation in now? 
HRMQ 7.2. Has Nitaqat affect the expatriates in this organisation?  
HRMQ 7.3. What are the new regulations that related to Nitaqat and have been 
introduced to this organisation and to non-locals employees here?  
HRMQ 7.4. What do you see as the key driver of Nitaqat? 
HRMQ 7.5. How will Nitaqat encourage your organisation to meet its localisation 
target? 
HRMQ 7.6. Will forcing this program and replacing non locals with locals enhance 
the performance of this organisation? 
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HRMQ 7.7. What are the Barriers to localisation of jobs in this organisation? 
HRMQ 7.8. What are the benefits that might be gained by enforcing Nitaqat 
program in the country? 
 
Local employees’ questions  
LEQ.1. What are the effects that you are facing in the implementation of 
Nitaqat in this organisation?  
LEQ.2. What are the benefits from applying Nitaqat in this organisation? 
LEQ.3. How long you have been working in this company?  
LEQ.4. Have the new regulations that related to Nitaqat been introduced to 
you? By whom? 
LEQ.5. What are the Barriers to localisation of jobs in Saudi Arabia from your 
point of view? 
LEQ.6. Do you know which Nitaqat’s zone that this company is in?  
LEQ.7. What do think about the employee replacement process in this 
company? Is it effective? What do you think the best way to transfer 
knowledge from leaving employee to the new one? 
LEQ.8. Do you think that knowledge that you acquired while working in this 
company belong to it? Or you? 
LEQ.9. What are the issues that can help in motivating you to transfer the 
knowledge? 
LEQ.10. What are the Barriers to localisation of jobs in this organisation from 
your point of view? 
LEQ.11. What are the benefits that might be gained by enforcing Nitaqat 
program in the country from you opinion? 
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Non-local employees’ questions  
 
NLEQ.1. What are the effects that you are facing in the implementation of 
Nitaqat in this organisation?  
NLEQ.2. What are the benefits from applying Nitaqat in this organisation? 
NLEQ.3. How long you have been working in this company?  
NLEQ.4. Have the new regulations that related to Nitaqat been introduced to 
you? By whom? 
NLEQ.5. What are the Barriers to localisation of jobs in Saudi Arabia from your 
point of view? 
NLEQ.6. Do you know which Nitaqat’s zone that this company is in?  
NLEQ.7. What do think about the employee replacement process in this 
company? Is it effective? What do you think the best way to transfer 
knowledge from leaving employee to the new one? 
NLEQ.8. Do you think that knowledge that you acquired while working in this 
company belong to it? Or you? 
NLEQ.9. What are the issues that can help in motivating you to transfer the 
knowledge? 
NLEQ.10. What are the Barriers to localisation of jobs in this organisation from 
your point of view? 
NLEQ.11. What are the benefits that might be gained by enforcing Nitaqat 
program in the country from you opinion? 
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Table 4.2 Linking the major issues of this study with the main questions and interview 
questions 
Serial 
No. 
Major Issues 
Some of the Major Authors 
and Institutions 
Related 
Main 
Research 
Questions 
Related 
Interview 
Questions 
1 
The Link between KM and 
HRM and the employees’ 
replacement process 
(Afiouni, 2007) 
(Boon et al., 2007) 
(Carter and Scarbrough, 2001) 
(Yahya and Goh, 2002) 
(Lopez-Cabrales et al., 2009) 
(Scarbrough, 2003) 
(Har et al., 2010, Gloet, 2006) 
RMQ1, 
RMQ2 
MOL18 
HRMQ1 
HRMQ2 
HRMQ3 
HRMQ4 
HRMQ5 
HRMQ6 
HRMQ7 
LEQ3 
LEQ7 
LEQ8 
LEQ9 
NLEQ3 
NLEQ7 
NLEQ8 
NLEQ9 
2 
Saudi Ministry of Labour and 
Nitaqat Program  
(News, 2011, WAHAB, 2011, 
Abdul-Ghafour, 2007a, Kawach, 
2011, Arabia, 2012, 
KUNJIBAVA, 2011) 
RMQ3 
 
All the MOL 
Questions 
from 
MOLQ1 
to 
MOLQ22 
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Serial 
No. 
Major Issues 
Some of the Major Authors 
and Institutions 
Related 
Main 
Research 
Questions 
Related 
Interview 
Questions 
3 
Challenges associated with 
Nitaqat (the barriers) 
(News, 2011, Jamali and Sidani, 
2012, Randeree, 2012, Ngcamu 
and Sanjana, 2011, Lee and Lee, 
2007, Bremmer, 2004) 
RMQ4 
RMQ5  
HRMQ7 
LEQ1 
LEQ2 
LEQ4 
LEQ5 
LEQ6 
LEQ10 
LEQ11 
NLEQ1 
NLEQ2 
NLEQ4 
NLEQ5 
NLEQ6 
NLEQ10 
NLEQ11 
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4.10. Data Analysis: Nvivo (Coding, Organising Themes, etc.)  
According to Creswell (2012) the data analysis process includes coding, notes, and 
audiotaped recordings. Leedy and Ormrod (2005) suggested after data collection is complete, 
thorough analysis of the qualitative data takes place to identify characteristics that may lead 
to categories, themes and behaviours. Using the NVivo 10 qualitative data analysis software 
and a Van Kaam method modified by Moustakas (1994) helped to identify characteristics, 
perceptions, and experiences described by all the participants.  
According to Moustakas (1994), during the data analysis process, the researcher 
identifies similar themes and patterns through recorded interviews, focusing on 
horizontalisation of important trends in the data. The seven-step modified Van Kaam method 
was the focal point of data analysis (Moustakas, 1994, p. 120). These steps include the 
following: 
1. Listing all terminology relevant to the qualitative study 
2. Reduction and elimination 
3. Group related core themes of the experience 
4. Check for consistent components and their associated themes against each 
participant’s comprehensively recorded information 
5. Provide the essence of the experiences described by each participant 
6. Construct an individual written account of each participant’s experiences and 
imaginative differences 
7. Construct a written structured narrative of the meaning and essences of the 
experience for each participant 
Moerer-Urdahl and Creswell (2008) stated that finding meaning is the focus of 
transcendental phenomenology, a design for collecting and acquiring data that explains the 
existence of human experience. According to Creswell (2012), transcendental 
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phenomenology involves identifying a phenomenon to study and collecting data from a group 
of people who have experienced that phenomenon 
Interviews for this study will result in more in-depth insights about participants’ 
thoughts and attitudes. Kendall (2008) argued that interviews are better than questionnaire 
surveys in collecting data for qualitative studies. Moreover, Liu and Fellows (2008) noted 
that questionnaire surveys have a low response rate - between 25-30% - and with this low rate 
it is hard to arrive at a strong conclusion.   
4.11. Validity and Reliability 
Validity and Reliability are simply conceptualised as trustworthiness, rigor and quality in 
the qualitative paradigm (Golafshani, 2003). Similarly to quantitative research, validity and 
reliability considered as the cornerstone in qualitative research. 
Validity and Reliability as a concept can be described by many terms in the 
qualitative studies because this concept is not a fixed or a universal concept, it is “rather a 
contingent construct, inescapably grounded in the processes and intentions of particular 
research methodologies and projects” (Winter, 2000, p.1).  
Golafshani (2003) said that some of the researchers believe that validity and reliability 
are not applicable to qualitative studies and they are only linked to the quantitative studies. 
However, Creswell (2012) asserted that there is a need for a qualifying check for the 
qualitative studies.   
Golafshani (2003) defined validity and reliability as a way to find the truth by 
engaging several methods to collect data. She also suggested using the Triangulation strategy 
in order to improve the validity and reliability of qualitative studies’ findings.    
Triangulation is defined as “a validity procedure where researchers search for 
convergence among multiple and different sources of information to form themes or 
categories in a study” (Golafshani, 2003). 
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For this research and in the data collection stage the researcher observed, documented 
and recorded interviews so that more valid, reliable and diverse construction of realities were 
created. 
In the interview stage, questions were tested first (section 4.11.3.) and asked to the 
participants in a simple way in Arabic if they could not understand some of the terminologies 
used such as the term “Knowledge management”. Further, some questions were asked to all 
three participants from same company, in order to check and compare all the responses. 
Although the interview questions were semi-structured, using both close-ended questions and 
open-ended questions helped avoid bias. In the translation stage, the researcher translates all 
the interview responses and then double-checks were done to validate this process. After that, 
the researcher presented and discussed the translated statements with both supervisors before 
proceeding with the analysis stage. 
4.12. Testing the interview questions:  
In order to preserve the accuracy of the measurement, each question existence was extracted 
solely from the literature from the work of previous researchers such as Davenport and 
Prusak (1998), Nonaka and Takeuchi (1995) and others. The interview questions were 
prepared and before moving to the data collection stage and following Yin (1994) suggestion 
by applying a pilot case study as a final preparation stage before collecting the data in order 
to modify the questions . Prior to conducting the main interviews, three interviews were done 
by phone and Skype with three HR managers in Saudi Arabia, with the same characteristics 
of the target sample to ensure that any suggested amendments were suitable. Any queries 
about both local and non-local employees were discussed with these HR managers in order to 
ensure that they are suitable to be asked to people in private sector companies. 
The interview questions were discussed with an expert in the field of research from RMIT 
University.  
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4.13. Ethical Issues  
 
Miles and Huberman (1994) identified important points about research ethical issues and they 
should be discussed before talking with participants (de Weerd-Nederhof, 2001). These 
important points where given as “questions for agreement” with the research participants and 
presented by De Weerd-Nederhof (2001): 
1. How much time and effort will be involved?  
2. What kind of data collection is involved (e.g. interviewing, observation)? 
3. Is participation voluntary?  
4. Will material from participants be treated confidentially?  
5. Will participants’ anonymity be maintained?  
6. Will participants review, correct and critique the final products?  
 
De Weerd-Nederhof (2001) believes that these ethical issues should be taken into account 
before interviews and data collection. Miles and Huberman (1994) discussed specific ethical 
issues such as: harm and risk; honesty and trust; privacy, confidentiality and anonymity; 
worthiness of the project; competence boundaries; conflicts or dilemmas about ownership of 
data (de Weerd-Nederhof, 2001). Miles and Huberman (1994) stated that resolving ethical 
issues will heighten one’s awareness, negotiation, and making trade-offs. Here the researcher 
was aware of the ethical issues and the need to obtain ethics approval application from RMIT 
University’s research ethics committee before starting the data collection stage. During the 
study process the researcher followed the ethical standards that are listed in the ethics 
approval application.   
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4.12.1. The Participants  
It was important to guarantee all participants’ anonymity and their employment positions 
were important to document for this study. The participants comprised 40 people working in 
Saudi Arabia and currently dealing with the Nitaqat program: 
 1 manager responsible for running the Nitaqat program through the Ministry of Labor. 
 13 HR managers in the SPS. 
 13 Saudi national employees in the SPS. 
 13 non-locals employees in the SPS.  
All participants volunteered to participate in this study and a consent form was given to each 
one. The consent form covers the participant’s willingness to be a part of the research project 
and their willingness to record the interview. Moreover, the consent form ensured all 
participants’ privacy at all the times during and after the research is completed. 
 
4.12.2. Confidentiality  
During all the stages of the research, confidentiality has been maintained for each 
organisation that participated and for each individual who was interviewed. The researcher 
has ensured that the data gathered from all individuals and organisations will not be used in 
any way in any future research report or publication that may incriminate or identify them.  
 
4.14. Chapter Summary  
The research methodology and design for this research were based on the objectives of this 
doctoral study. The first objective was to identify the relationship between both managerial 
aspects which are Human Resources management and Knowledge Management through the 
literature review.  The second objective was to identify their role in assisting and supporting 
the employee replacement process. For this purpose, the choice of the instruments was also 
justified based on the literature review.  The third objective was to identify and investigate 
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the new Nitaqat localisation program and the choice of instruments for this were interviews 
and analysis of documents published by the Saudi Ministry of Labor. The fourth objective 
was to identify how the integration of KM and HRM will support the Nitaqat program and 
overcome barriers to its implementation. Results of the literature review were linked to the 
with the interview questions that were tied out on three people in a relevant organisation (HR 
manager, a local employee and a non-local employee). 
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CHAPTER 5: DATA ANALYSIS AND DISCUSSION 
This chapter will present the data and discuss the findings based on the literature review 
analysis. It will also evaluate the data collected from the interviews with participants who 
work in Saudi Arabia’s private sector companies.  
5.1. Companies and Their Economic Activities 
The selected companies and their economic activities are described in Table 5.1 below. 
Table 5.1 The selected companies and their economic activities 
Green zone companies ECONOMIC ACTIVITY 
Company A Construction 
Company B Wholesale and retail 
Company C Agriculture 
Company D Electricity 
Yellow zone companies ECONOMIC ACTIVITY 
Company E Transport 
Company F Consulting Business 
Company G Construction 
Company H Wholesale and retail 
Company I Manufacturing Industry 
Red zone companies ECONOMIC ACTIVITY 
Company J Manufacturing  
Company K Wholesale and retail 
Company L Construction 
Company M Wholesale and retail 
 
Construction companies in all three zones - green, yellow and red - were included. 
The platinum zone companies were difficult to get access to because the majority of them 
were in the petroleum industry or they have currently achieved the highest percentage of 
employing locals. Almost 92% of companies investigated in the private sector mostly have 
non-locals working for them. 
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Due to the time frame that was established before starting the interviews (three months), the 
researcher discussed issues with the following: 
 One major interview with the Saudi Ministry of Labor (MOL). 
 Thirteen interviews with HR managers in Saudi Arabia. 
 Thirteen interviews with non-Saudi employees. 
 Thirteen interviews with Saudi employees. 
Although the target number of companies was fifteen, the researcher contacted forty-five 
companies with an official letter from the university and another official letter from the Saudi 
Ministry of Labor. The researcher used email, phone calls and direct visits to contact HR 
managers and ask for their participation in the data collection stage. Invitations were sent to 
Human Resources managers who indicated their willingness to be interviewed.  
Twenty companies agreed to participate in the research. However, due to the tight timeframe 
and lack of commitment of some companies to interview times and dates, only thirteen 
company representatives were available. The researcher contacted both supervisors to discuss 
the actual number of interviewees and due to a number of factors such as quality of the 
collected data, the scope of the research and nature of the investigated topic, it was agreed 
that thirty-nine obtained interviews will reach saturation (Morse, 1994, p. 225). 
Three participants were interviewed from each organisation including the HR manager, a 
local employee and a non-local employee. After interviewing the 39 members in the thirteen 
companies, the discussions were translated from Arabic into the English language. The 
interview findings were organised using NVivo software in order to identify codes and nodes 
as described by Miles and Huberman (1994, pp. 245-247). These were compared and linked 
to the literature review findings and thus providing a richer understanding of the results. 
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5.2. Using NVivo for arranging and coding the data: 
The NVivo program was used in this thesis to manage, code, theme and arrange the data 
collected from the interviews with representatives of 13 Saudi private sector companies. First 
the data and interviews transcriptions were put into the NVivo program under the main 
section as the internal and then, the main section was divided into three main categories as 
follows: 
1. Interviews with HR managers 
2. Interviews with local employees 
3. Interviews with non-local employees  
Figure 5.1 below illustrates the interview main categories that been developed in the 
arrangement stage. 
 
Figure 5.1 Three main categories developed from interviews with 13 HR managers, 13 local 
employees and 13 non-local employees in Saudi private sector companies 
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After the main categories were arranged, the researcher started coding the data in order to 
develop nodes based on the main interview questions. Figure 5.2 depicts some of the main 
codes of the local employees’ codes. 
 
Figure 5.2 Some of the local employees’ main nodes 
 
Coding is the process of gathering a type of information that is present in the collected data, 
is similar in character and therefore they can form a specific topic. A node is a theme that 
contains a group of data which share specific criteria.  Nodes and sub-nodes were developed 
based on the interview questions and answers. Figure 5.3 below illustrates some of these 
nodes and sub-nodes for one of the main categories – local employees - as an example.  
 
 Page | 140 
 
Figure 5.3 Local employees’ sub-nodes 
 
Figure 5.4 below shows how the sources were classified. The selected companies were 
classified according to the Nitaqat program based on their position in the three main zones. 
This step made it possible to extract the needed information and present an analysis in all the 
tables in sections 5.3 to 5.13 of this chapter. 
 
Figure 5.4 Classification of the private sector companies 
 
The same coding steps concerning the collected data for the first main category - the HR 
managers - were applied to the other two categories, i.e. local employees and non-local 
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employees. Figure 5.5 exhibits some of the main nodes of the interviews with local 
employees.  
 
Figure 5.5 Interview with local employees in 13 companies 
Figure 5.6 shows some of the main nodes of interviews with the non-local employees. 
 
Figure 5.6 Interviews with non-local employees in 13 companies 
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Figure 5.7 highlights some of the local employees’ related nodes and sub-nodes.  Creating 
and identifying the themes, nodes and sub-nodes was done by the researcher during the data 
analysis process. It was based on the interviewed participants’ responses. 
 
Figure 5.7 Local employees’ nodes and sub-nodes 
 
After the data and interview audio recordings were entered, arranged, themed and coded, the 
researcher extracted and presented the analysis in tables and as a discussion. These will be the 
focus of the next sections of this chapter. 
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5.3. Analysis and Discussion of Human Resources Structure 
Table  5.2 Human Resources structure and the 13 companies   
  
Human Resources Structure 
More non-
locals than 
locals in the 
company 
Documented 
Human Resources 
Department  
vision 
Documented 
Human 
Resources 
Department 
mission 
Documented 
Human 
Resources 
Department 
objectives 
Documented 
organisational  
structure  
Documented 
procedures  
for the  
workflow 
Green zone companies             
Company A      
Company B      
Company C      
Company D        
Yellow zone companies             
Company E         
Company F       
Company G      
Company H      
Company I      
Red zone companies             
Company J          
Company K           
Company L          
Company M           
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Vision, mission and objectives are three important components of strategic planning. 
Documented organisational structure and procedures for organisational workflow will assist 
in managing knowledge as “explicit knowledge”, making it easier to identify, store, retrieve 
and manage than “tacit knowledge”.  Given this, the researcher asked the 13 HR managers 
some questions linked to their respective companies’ Human Resources Structure as follows:  
 Does this organisation have a documented vision/ mission/ strategy for the HR Dept.? 
 Does this organisation have a documented organisational structure and procedures for 
the workflow? 
 Is there any KM department or strategy in this organisation? 
 What in your opinion are the links between KM and HRM? 
After collecting the required data from the HR managers, the researcher used NVivo for the 
coding under the theme of (Human Resources Structure). This subject includes five nodes 
which are as follows: 
 Documented Human Resources Department vision  
 Documented Human Resources Department mission 
 Documented Human Resources Department objectives  
 Documented organisational structure 
 Documented procedures for the workflow  
Additionally the researcher asked if there were more non-locals than locals working in the 
company, and added this as a theme for Table 5.2. Table 5.2 clearly shows that companies in 
the green zone have these three components while most yellow zone companies (4 out of 5) 
have them as well. On the other hand, the red zone companies lack them and they need to pay 
more attention to them in order to successfully manage knowledge between their leaving 
employees and new ones. Also, judging by the data presented in Table 5.2, most participating 
companies employed non-locals except one in the green zone. This is not the case for all 
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private sector companies in Saudi Arabia but the information was provided by the MOL in 
order to give a fair view of companies who are hiring more non-locals than locals. 
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5.4.  Analysis and Discussion of Performance Appraisal Systems 
Table 5.3 Performance Appraisal system and the 13 companies  
  
Performance Appraisal 1/2 
Performance 
Appraisal system in 
the company 
Type of PA The effectiveness of PA 
Yearly PA   
PA after 
each project 
PA based on 
a monthly 
target 
Highly 
effective PA 
system 
Effective PA 
system 
Non-effective 
PA system 
Green zone companies               
Company A         
Company B        
Company C         
Company D          
Yellow zone companies               
Company E           
Company F           
Company G  
 

   
Company H          
Company I     
   
Red zone companies               
Company J       
      
Company K            
Company L     
    
Company M            
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Table 5.4 Performance Appraisal system and the 13 companies 
  
Performance Appraisal 2/2 
The objectives of PA 
Training 
courses after 
PA 
Rewards 
after PA 
Retaining 
staff after PA 
Promotions after 
PA 
 Dispense with or 
dismiss staff after 
PA 
Assessing employees’ 
performance and 
monitoring productivity 
Green zone companies             
Company A      
Company B       
Company C      
Company D      
Yellow zone companies             
Company E         
Company F    
    
Company G          
Company H        
Company I        
Red zone companies             
Company J     
      
Company K          
Company L           
Company M        
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Performance appraisal system (PAS) is one the most important systems that most HR 
departments use in order to monitor and evaluate how employees are working. Besides the 
tasks of monitoring and evaluation, the system is linked to many important aspects such as 
setting pay, task decisions, assigning individual employees to appropriate tasks, rewarding 
employees for their achievements and objectives attained, their development, and in the worst 
cases it might result in terminating an employee’s contract. There are many types of 
performance appraisal (PA) such as yearly, monthly, on project completion or otherwise 
linked to a specific goal set by management. The last one is typical for the Wholesale and 
Retail sector.   
The researcher asked the 13 HR managers three questions about the performance appraisal 
system they use in their companies. The questions were: 
 Is there a particular system adopted for employees’ performance appraisal?  
 What is the objective of the performance appraisal system that is used in this 
organisation? 
 Based on your opinion, to what extent do you consider the performance appraisal 
system used in the organisation is effective? 
 After collecting the data about the PA system from HR managers, the researcher used NVivo 
to manage the data by coding answers under the theme of (Performance Appraisal). This 
theme includes four main nodes which are:  
 PA system in the company. 
 Type of PA, which includes three sub-nodes (yearly PA, PA after each project and PA 
based on a monthly target). 
 The effectiveness of PA; this node includes three sub-nodes (highly effective PA 
system, effective PA system and non-effective PA system). 
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 The objective of PA in the company; this node includes six sub-nodes (training 
courses after PA, rewards after PA, retaining staff after PA, promotions after PA,  
dispense with or dismiss staff after PA and assessing employees performance and 
monitoring productivity) 
The researcher used NVivo to arrange the data and presents the PA theme in Table 5.3 which 
shows that 92% of our sample (12 out of 13 companies) use the performance appraisal 
system according the following: firstly, yearly performance appraisal system (77%); 
secondly, performance appraisal system after each project (7.7%); and thirdly, performance 
appraisal system based on a monthly target (7.7%). Furthermore, Table 5.3 highlights the 
opinions of HR managers about their company’s current PAS. The majority of HR managers 
said that their current PAS is effective or highly effective. Only two of our sample stated that 
their current PAS is not effective and they were thinking of replacing or improving it.   
The PAS had six main objectives: training courses after PA, rewards after PA, retaining staff 
after PA, promotions after PA, dispensing and abandoning staff after PA, assessing 
employees’ performance, and monitoring their productivity. The data analysis revealed that 
most companies in the red zone (three out of four) using a performance appraisal system 
focus on monitoring and assessing their employees’ performance and productivity. They do 
not link it to other important aspects or systems, such as a rewards system, training courses, 
and promotions.  
Three of the four companies in the green zone linked their PA system with a reward system, 
training courses, and staff retention plans. A promotion system was linked to the PA in all the 
four green zone companies, as well as performance monitoring, production, and terminating 
those workers who fail to meet the requirements of the PA system. As mentioned before, a 
performance appraisal system is an effective mechanism for improving the knowledge 
creation and sharing process, which can and should improve KM. Thus, establishing a PA 
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system in any company without linking it to other systems, like the reward system, is 
pointless with regard to knowledge sharing as confirmed in other studies (Har et al., 2010; 
Lopez-Cabrales et al., 2009; Yeganeh & Su, 2008; Afiouni, 2007). In this thesis and with 
reference to the local and non-local sections, a reward system is the most effective way to 
share knowledge.  
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5.5. Analysis and Discussion of Reward Systems  
Table 5.5 Reward system of the 13 companies 
  
Reward System  
Reward System 
Type of reward system 
Financial reward Training rewards 
Green zone companies       
Company A   
Company B       
Company C   
Company D   
Yellow zone companies       
Company E 


Company F       
Company G  

Company H   
Company I  

Red zone companies       
Company J       
Company K   <--- bonuses 
Company L       
Company M   <--- bonuses 
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The means to improve knowledge sharing have to be motivational enough, and rewards and 
recognition improve employee motivation and commitment. Har et al. (2010) suggest that 
learning behaviours should be rewarded when performance is achieved, or else performance 
is compromised and desired outcomes may not be achieved. Serenko, Bontis, and Hardie 
(2007) emphasise that internal reward structures are necessary to motivate people to 
communicate and share their knowledge. Employee commitment and willingness are critical 
to the knowledge sharing process, which can be achieved by motivating employees through 
rewards and recognition (Storey & Quintas, 2001). Encouraging innovation also requires 
motivation through rewards and recognition (Scarbrough, 2003). Knowledge sharing backed 
by a reward system is an excellent tool to instil KM in organisational culture through group 
performance, knowledge sharing, and innovative thinking (Yahya & Goh, 2002). An 
effective and appropriate reward system can influence employee performance by motivating 
competent and talented workers (Har et al., 2010).   
Encouraging learning and knowledge sharing can be achieved through reward systems 
(Hansen et al., 1999). Incentives help in creating, capturing, and transferring personal 
knowledge on a continuous basis. This process must also be consolidated by appropriate 
intrinsic rewards in the form of recognition and appreciation. Barney (1991) asserts that 
permanent employees who possess unique and intellectual knowledge actually form the 
foundation for sustainable competitive advantage. Rewards such as internal career 
progression, promotions, and empowerment, can be a great strategy to retain valuable, 
knowledgeable workers within the organisation. Therefore, HR practices should incorporate a 
strong reward system that enables not only effective knowledge creation and sharing but also 
the retention of inimitable knowledge possessed by employees. Thus, reward systems can 
contribute significantly to effective knowledge management (Har et al., 2010). 
The possible disadvantages of having a reward system in the company are as follows: 
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 Feeling of discrimination or dissatisfaction among employees (if they feel the 
reward assessment process is not transparent).  
 Staff morale could decline if there is a large difference in the amount of reward 
paid out to people doing similar work.  
 Staff may become so focused on individually earning those rewards/bonuses that 
they forget to work in the best interests of the team. Competition can be good but 
if it is too aggressive, it can be detrimental. 
 There will always be an element of subjectivity required to administer such a 
system. Someone will have to rate the performance of staff. This judgement may 
end up being subjective rather than objective.  
 Some functions are support roles by nature (and therefore may not attract as much 
reward as other roles, such as sales). There must be a good balance of incentives 
for administrative/support staff, or else they will not feel appreciated.  
Maqsood et al. (2007) mentioned that there is a need for a strategic and clear reward system 
in HR management, called the “people infrastructure management”, to achieve the effective 
management of knowledge. 
The researcher asked the 13 HR managers about the currnet Reward System that they use in 
their companies and created table 5.5 based on their answers. 
Based on Table 5.5, it can be seen that 8 out of the 13 companies utilised a reward system, 
i.e. three out of four companies in the green zone, four out of five in the yellow zone, and two 
out of four in the red zone. Rewards were offered and given based on employees’ 
achievements. The reward system in the Saudi private sector was divided into two main 
nodes: financial rewards and training course rewards.  On this theme the majority of green 
zone companies used both reward systems after performance appraisal, and as explained 
before, all companies in the green zone used a yearly performance appraisal.  
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Four companies in the yellow zone used either or both reward systems: two out of four used 
financial rewards, and three out of four used training courses as rewards.  Two out of four 
companies in the red zone used bonuses for employee achievement over the monthly target in 
the wholesale and retail sector. Ismail Al‐Alawi et al. (2007) showed that reward systems are 
positively related to knowledge sharing in organisations. They also asserted that to share 
knowledge, employees need a reward system that can be considered a strong motivator for 
them. They also asserted it is unrealistic to assume that all employees are willing to easily 
offer knowledge without considering what may be gained or lost as a result of this action. 
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5.6. Analysis and Discussion of Organisational Culture 
Table 5.6 Organisational culture in the 13 companies 
  
Organisational Culture 
Controlled  
culture 
Frustrating  
culture 
Learning  
culture 
Motivating  
culture 
Structured  
culture 
Green zone companies           
Company A       
Company B       
Company C       
Company D        
Yellow zone companies           
Company E          
Company F        
Company G         
Company H         
Company I         
Red zone companies           
Company J          
Company K          
Company L        
Company M          
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According to Park et al. (2004), organisational culture constitutes the shared or basic 
assumptions that an organisation has learnt and implemented while overcoming any problem 
related to its environment, external adaptation, or internal integration. These assumptions will 
become the proper way to solve those problems and be shared with new employees. Cameron 
and Quinn (2011) identified four main types of organisational culture: clan, adhocracy, 
market, and hierarchy. However, Ismail Al‐Alawi et al. (2007) insisted there are more than 
four types of cultures, and each organisation has its own unique culture that develops over 
time and reflects the institution’s identity. In fact the links between knowledge sharing and 
organisation culture were discussed in detail in the McDermott and O’Dell (2001) study 
which offered some useful tips to enhance knowledge sharing.  
In our study the researcher asked the 13 HR managers to describe the organisational culture 
in their companies and then NVivo was used to arrange the answers from which 5 nodes 
emerged, based on their answers. Those nodes were the following - controlled culture, 
frustrating culture, learning culture, motivating culture and structured culture. The researcher 
presents the results in Table 5.6, which shows the type of cultures that we obtain from the HR 
managers’ responses: controlled culture, frustrating culture, learning culture, motivating 
culture, and structured culture. Motivating cultures in the red zone companies were linked to 
the reward system, mentioned previously as bonuses for employees’ achievement over their 
monthly target in the wholesale and retail sector. 
One representative of a red zone company described its current organisational culture as a 
frustrating one due to the recent effects of the MOL program on the company, which caused a 
high employee turnover. The other red zone company described its culture as structured and 
controlled — due to the lack of a reward system, according to the HR manager. Companies in 
the green zone described their culture as learning or motivating cultures. It was the same case 
 Page | 157 
in the yellow zone, except for one company, which referred to its culture as structured and 
controlled. 
Based on the results of this study, the human resources managers who described their 
company culture as motivating or learning cultures will easily use the benefit of these types 
of cultures in sharing knowledge between their employees. Ismail Al‐Alawi et al. (2007) 
stated that organisational culture could be considered a barrier to knowledge sharing if it does 
not reflect employees’ attitudes and linked to critical success factors, such as reward systems, 
trust, communication between staff and organisation structure, towards sharing knowledge. 
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5.7. Analysis and Discussion of Training 
Table 5.7 Training in the 13 companies 
  
Training  
Training 
Plans  
Conditional 
training 
course 
Existing 
employee 
assistance 
in training 
Training as 
a reward 
Induction / 
orientation 
training 
program 
Training based on Objectives of training plans 
Position  
of the Job 
Performance  
appraisal 
Employee 
development 
Company 
performance 
Green zone                    
Company A 

      
Company B  
    

Employee’s request and it 
is conditional on the 
approval of senior 
management   

Company C 

      
Company D 

      
Yellow zone                    
Company E           
Company F            
Company G              
Company H           
Company I           
Red zone                    
Company J                   
Company K                   
Company L         
  
Company M                   
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Training activities are regarded as core knowledge sharing processes and the most important 
practices adopted by HRM in the KM process. Training also has an important role to play in 
the development of organisational knowledge. The researcher asked the 13 HR managers 
some questions linked to the training plans in their companies:  
 What are the training plans for this organisation’s employees? 
 What are the objectives of these plans? 
 What benefit is gained by developing the training system in the organisation? 
 Are there particular plans or strategies concerning staff development? 
After collecting the necessary data from the HR managers, NVivo was employed to code 
them under the theme of (Training). This theme includes seven main nodes which are 
(training plans exist but under senior management’s approval (conditional training course), 
existing employee assistance in training, training as a reward, induction / orientation training 
program, training based on two sub-nodes which are (the position of the job, the PA system 
results). The last node concerned the objectives of training plans which includes two sub-
nodes: employee development and the company’s performance. 
In Table 5.7 the results show that all companies in the green and yellow zones have training 
plans for their employees. However, only one company (out of four) in the red zone has 
training plans. There were different types of training plans in this study. One of them was a 
conditional training course, which was offered by one company in the green zone and three 
companies in the yellow zone. The conditional training course is a training course that is 
conditional on the approval of senior managers or the direct manager of the individual 
employee and is usually given by a third-party facility or educational institute.  
Three out of four green zone companies answered that their existing employees assist in the 
training courses; only one company in the yellow zone said the same. This category means 
that the leaving employee or an existing employee will assist in training the new member as a 
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course instructor. Also, three out of four green zone companies said that they offer training 
courses as a reward for their employees after the yearly performance appraisal. Three out of 
five yellow zone companies confirmed the same. The majority of companies in the Saudi 
private sector offer an induction or orientation program for new staff members. This is clearly 
shown in Table 5.7: all of the companies that offer training courses said that they offer an 
orientation program in the first month.  
The training courses are based on two main categories: the position itself and the employee’s 
performance appraisal. The results were as follows. Three companies out of four said that 
each job in the company has training plans and some of these training courses are 
compulsory. The same case existed in two companies in the yellow zone and one company in 
the red zone. Three out of four companies in the green zone deliver training courses for their 
employees based on their performance appraisal, and three out of five companies in the 
yellow zone have the same.   
The objectives of the training courses were divided between the employees’ development and 
the company’s improved performance. Three out of four companies in the green zone stated 
that the objective of the training courses was both the employees’ development and that of 
their company, while only one green zone company said that the only objective is linked to 
company performance. Almost the same case was observed in the yellow zone companies: 
three out of five said both objectives are the main drivers for their training courses. However, 
two companies in the yellow zone picked only one objective as the driver for the training 
courses. Three out of four companies in the red zone claimed that they do not offer training 
courses to employees, and only one company offers an orientation program and approves a 
conditional training course that emphasises the company’s performance, not the employee’s 
development. 
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As mentioned by Harman and Brelade (2000), the most important link between knowledge 
management and human resources management is the training and development field. This 
study shows a better understanding of the importance of training and the objective of training 
in both green and yellow zone companies. Civi (2000) said that training is the most effective 
aspect of human resources management for generating a culture and environment where 
knowledge sharing between employees is encouraged.  
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5.8. Analysis and Discussion of Employment  
Table 5.8 Employment in the 13 companies 1/2 
  
Employment 1/2 
Decision about vacant jobs and 
staffing  
Employment channels 
Centralised 
decision-making 
Decentralisation of 
decision-making 
Employment 
agencies 
Employment 
websites 
Newspaper 
ads 
Participation 
 with the education 
system 
Public 
relations 
Third party for 
employment 
Green zone companies                 
Company A          
Company B           
Company C          
Company D   
      
Yellow zone companies              
Company E          
Company F   
      
Company G   
     
Company H        
  
Company I   


    
Red zone companies                 
Company J              
Company K              
Company L    

        
Company M               
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The employment and selection of staff is n important role of HR management. Recruitment 
can be considered a knowledge acquisition technique for determining the requirements of 
organisational knowledge and the selection and hiring of individuals deemed to possess such 
knowledge. The first step in selecting and hiring new staff is to make a decision about 
vacancies. There are two types of decisions: centralised and decentralised (Glaeser & Kahn, 
2001). A centralised decision relies on one individual making decisions and providing 
direction for vacancies in the company. This decision is often used in small businesses since 
the owner is responsible for the company’s business operations. Decentralised organisational 
structures typically have many individuals responsible for making decisions. Decentralised 
decisions about the employment and selection of staff rely on a team or many company 
personnel. The human resources manager, the business owner, one of the top managers, or 
the leaving employee may have some autonomy to make such decisions. 
The researcher themed this section ‘Employment’ and asked the 13 HR managers some 
questions on employment strategies in their companies: 
 Who is responsible for identifying vacancies? 
 How does attracting and recruiting of employees and the employment process work in 
this organisation? 
 Are you as an organisation implementing the recruiting procedures as laid out by the 
Ministry of Civil Services or Ministry of Labor? 
 Is there a documented procedure for a new employee when joining the organisation? 
 Is there procedure or policy to retain High Value/High Risk employees with the 
organisation? 
 Do you have a program for integrating employees in the workplace? If yes, what is 
this program and how do you evaluate it? 
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After collecting the data, the researcher used NVivo to organise and code the answers which 
resulted in six nodes: decisions about vacancies and staffing which includes two sub-nodes 
(centralised and decentralised decision-making); employment channels which includes six 
sub-nodes (employment agencies, employment websites, newspaper advertisements, 
participation with the Saudi education system, public relations and third party for 
employment), governmental procedures that include two sub-nodes (MOL and MCS 
procedures), documented procedures for joining the workplace, policy to retain High Value/ 
High Risk employees, and lastly an integrating program for new employees. The researcher 
created two tables under the Employment theme and these are Tables 5.8 and 5.9.  
There were many employment channels that the Saudi private sector companies used for 
employment and finding new workers. These include employment agencies, employment 
websites, newspaper advertisements, participation in the Saudi education system (universities 
and institutes), public relations, and third parties for employment (including the Ministry of 
Labor’s initiative known as Hadaf). 
According to the data analysis, both green and yellow zone companies have decentralised 
decisions with regard to employment and staffing. The majority of them said that they 
include leaving employees when selecting or interviewing potential employees. This strategy 
will guarantee knowledge sharing and assist in managing knowledge as it involves both the 
leaving employee and the new one. Further attention needs to be paid to the various 
employment channels in the Saudi employment market and their elaborate role in assisting 
the selection process. However, it was clear from the analysis that the green zone companies 
are using many channels for employment such as the Hadaf initiative, which aims to provide 
qualified manpower to the private sector through funding programs aligned with the needs of 
the labour market. 
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Table 5.9 Employment in the 13 companies 2/2 
  
Employment 2/2 
Governmental procedures Documented  
procedures for  
joining the 
company 
Policy  
to retain High Value/ 
High Risk employees  
Program for 
integrating new 
employees  in 
the company MOL 
procedures 
MCS 
procedures 
Green zone companies           
Company A      
Company B       
Company C      
Company D     
Yellow zone companies          
Company E      
Company F        
Company G       
Company H      
Company I       
Red zone companies          
Company J        
 Company K         
Company L        
Company M        
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It is evident from the previous table that all participating companies followed the MOL 
procedures for employing Saudi nationals. A full copy of these procedures is included in 
Appendix 1. Company D was the only firm that followed both the MOL and MCS procedures 
as it was previously owned by the Government of Saudi Arabia. Companies in the green zone 
have documented procedures for joining the workplace, which can be considered as helpful 
material for new employees. This is because it will guide and explain not only their role in 
the company but also what their rights and responsibilities are. Notably, the red zone 
companies failed to provide and present such a document besides the employment contract. 
Having a policy to retain high-value/high-risk employees is an important matter, considering 
the localisation program Nitaqat, which aims to prevent employee turnover and retain the 
knowledge that the company invested in its employees. According to Farndale et al. (2010), 
having a policy to retain high-value employees is necessary in both talent management and 
knowledge management. Three out of four companies in the green zone have a policy to 
retain high-value/ high-risk employees. The same goes with two out of four companies in the 
yellow zone. However, all the participating red zone companies have no such policy for 
retaining high-value/high-risk employees.  
Integrating programs for new employees in the company is a useful way to train and 
introduce them to the workplace culture and environment (Holton III, 2001). Findings by 
Holton III (2001) demonstrate the importance of having these programs for the new 
employee’s development, and consider them “powerful strategic tools” that can be linked to 
job satisfaction, commitment, and psychological success. All green and yellow zone 
companies provide such programs for new recruits, while two out of four red zone companies 
have no programs for integrating new employees in the workplace.  
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5.9. Analysis and Discussion over Policies and Procedures 
Table 5.10 Policies and Procedures in the 13 companies 
  
Policies and Procedures 
Informing  employees  
 about new procedures 
Procedures  
for dismissing  
an employee 
KM affects development of HRM 
procedures 
Documented  
procedures to  
encourage 
knowledge  
sharing 
Documented 
method such as 
emails or internal 
system  
Non-documented way 
such as verbal 
communication  
Documented by 
an official letter 
Highly 
affects 
Slightly 
affects 
Does 
not 
affect 
No 
idea 
Green zone companies                 
Company A  
         
Company B     
      
Company C             
Company D  
         
Yellow zone companies                 
Company E           
Company F    
       
Company G             
Company H             
Company I    
     
Red zone companies                 
Company J  
          
Company K             
Company L             
Company M  
          
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In this section, three issues were investigated: firstly, informing the employees about new 
procedures such as the Nitaqat program; secondly, procedures for dismissing employees; and 
thirdly, documented procedures for sharing knowledge. The researcher discussed with the 13 
HR managers some issues related to the policies and procedures that affect employees and 
encourage knowledge sharing. All 13 managers were asked the following questions: 
 What are the procedures used for informing the new employees about the policies, 
regulations and instructions? 
 What are the procedures to inform employees about the possibility of their dismissal?  
 Based on each HR manager’s opinion, to what extent does knowledge management 
affect the HR department’s policies and procedures? 
 Is there a documented procedure that may encourage the transformation of knowledge 
in the organisation? 
The researcher used NVivo to organise the answers under the theme of ‘Policies and 
Procedures’ and created Table 5.10 that includes the following nodes and sub-nodes. The first 
node was about informing employees about new procedures which includes two sub-nodes, 
documented and non-documented methods. The second node was procedures for dismissing 
an employee and due to the MOL rule there was only one sub-node which is documented by 
an official letter. The third node was KM and how it affects the development of HR 
department policies and procedures. This node was further sub-divided into three sub-nodes - 
highly affects, slightly affects and does not affect. Lastly, the fourth node concerned 
documented procedures to encourage knowledge sharing between employees.  
The discussion of information presented in Table 5.10 is as follows. The majority of 
participating companies said they have a documented procedure for informing employees 
about any updates in procedures. All green and yellow zone companies have one, while just 
two companies in the red zone said that they do not have such a procedure; instead they 
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verbally update their employees. All companies in the Saudi private sector follow the rules of 
the MOL when it comes to dismissal of employees – by issuing an official letter. Three out 
four companies in the green zone and two out of five companies in the yellow zone have 
documented procedures for encouraging their employees to share knowledge. The majority of 
HR managers admitted that KM is important and will affect the development of the HR 
department’s policies and procedures. This demonstrates the managers’ awareness of KM and 
its effects on company performance.  
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5.10. Analysis and Discussion of the Nitaqat Program 
Table  5.11  Nitaqat program in the 13 companies 1/3 
  
Nitaqat Program 1/3 
Nitaqat phase 
Did Nitaqat affect 
expatriates? 
Barriers to localising jobs 
Green 
zone 
Yellow 
zone 
Red 
zone 
Yes No 
Expertise/ local 
qualifications 
Job type Salaries 
Working 
hours 
No barriers 
Green zone companies                     
Company A               
Company B              
Company C              
Company D              
Yellow zone companies                     
Company E               
Company F    
         
Company G     
        
Company H                
Company I    
          
Red zone companies                    
Company J     
        
Company K                 
Company L                
Company M               
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As mentioned previously, Nitaqat is a program that aims to stimulate employment of locals in 
the Kingdom of Saudi Arabia. It determines the new rates of Saudisation and applies them to 
all private sector enterprises. Furthermore, it has linked these rates with a matrix of incentives 
and facilities that qualify them according to the rates of Saudisation. The program divides the 
private sector enterprises into four zones (excellent, green, yellow and red). Most of them are 
now situated in the green zone, which includes firms that have achieved reasonable and 
acceptable rates of employing Saudis. The enterprises that are located in the yellow and red 
zones do not employ Saudis or their rate of Saudisation is less than acceptable. These 
enterprises have been given sufficient time by the Ministry of Labor to correct this and move 
to the green and excellent-rated zones.  
The firms that accepted Nitaqat and entered the excellent and green zones will be provided 
with an array of facilities and motivations, making it easier for them to deal with their 
employees and workers’ unions, besides giving them sufficient flexibility to achieve the 
desired levels of growth. Furthermore, the program aims to create a much-needed balance 
between the advantages of hiring a foreign worker and a Saudi worker by raising the cost of 
maintaining foreign workers in the red and yellow zones. Also, Nitaqat is a monitoring tool 
for the Saudi labour market, one which aims for more localisation of jobs in the private sector 
and reducing the country’s unemployment rate. 
In this study 45 companies located in the green, yellow, and red zones were contacted with an 
official letter from RMIT University. Twenty companies agreed to participate in the study but 
only in three categories – green, yellow and red zones. Finally, just 13 companies were 
interviewed during the said timeframe. Their classifications are as follows: four companies in 
the green zone; five companies in the yellow zone; and four companies in the red zone. After 
a few months of implementing the Nitaqat program, the human resources managers were 
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asked if the program affected the non-local employees in their companies. Their responses 
were as follows: 
1. All human resources managers in the green zone companies answered with “no”, i.e. 
the Nitaqat program did not affect their non-local employees.  
2. Three companies in the yellow zone said “yes”. Two companies said “no”, i.e. the 
program did not affect the non-local employees. In the red zone, and as was expected, 
most businesses (three out of four) were affected by the program. Some 
representatives even stated they had already lost some employees to green zone 
companies as they could not renew their visas before they got a chance to move to the 
green zone. 
3. All 13 companies’ HR managers were asked about the problems in replacing non-
local employees with locals. Here is what they had to say on the subject: 
a. Seven companies (one green zone, three yellow zone, and three red zone) said 
“type of the job” was a problem. Some companies said it was hard to find a local 
Saudi who can work as a cleaner, driver, or even as a builder. These three jobs 
were the most cited jobs when it came to “job type” as the most obvious barrier 
for localising jobs. This issue needs to be further investigated. However, some 
HR managers linked it to problems with the education system, while others linked 
it to social and cultural reasons. 
b. Five HR managers (one green zone, three yellow zone, and one red zone) said 
that the salaries or wages were also a barrier to localising some jobs in Saudi 
Arabia and in their particular companies. Notably, Saudi national wages are 
higher than non-Saudi wages. For example, Alhamad (2014) pointed out that the 
average monthly salary for a Saudi national is about $1,280, while the average 
monthly salary for non-Saudis is about $250 (MOL, 2013b). 
 Page | 173 
The table below is based on the Saudi Ministry of Labor Report of 2013 and it summarises 
the average salaries in Saudi private sector enterprises, classified by economic activity and 
nationality for that year. 
 
Table 5.12 Comparative percentage of Saudi and non-Saudi nationals’ wages in private sector (main 
occupations) for 2013 
Main occupation Non-Saudis 
Saudi 
nationals 
Percentage non-Saudi 
to Saudi 
Building and construction 1029 3330 31% 
Professional, technical and related work 4758 9394 51% 
Administrative 13160 14858 88% 
Clerical 3816 6212 61% 
Sales 777 3676 21% 
Electricity, gas and water 4187 8659 48% 
Services 1204 3619 33% 
Agriculture, animal husbandry and 
fishing 
1000 3191 31% 
Production, transport, equipment 
operator and similar work 
1119 6721 17% 
Mining, oil and gas 4916 16927 29% 
Not reported 2512 3963 63% 
General average 2354 7034 33% 
   
c. Three HR managers (one green zone and two yellow zone) said that “expertise/ 
local qualifications” prevented the localising of jobs in Saudi Arabia as it was 
hard to find a Saudi who could do the job, for example regarding new technology, 
which the companies also linked to the education system’s outcomes. 
d. Two HR managers in green zone companies said that there was no barrier to 
employing locals in their companies but they did suggest they needed more time 
to accomplish this goal. 
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e. One company in the red zone said that “working hours” were a barrier since 
employees work in shifts and they could not find locals willing to work night 
shifts. 
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Table 5.13 Nitaqat program in the 13 companies 2/3 
  
Nitaqat Program 2/3 
Replacing non-locals will 
enhance company 
performance 
 Nitaqat Key and impacts 
Yes No 
Reducing the 
unemployment rate in 
the country 
Dispensing with 
foreign workers 
may increase 
employee 
turnover 
Managing the 
private sector 
Reducing 
issues 
linked to 
the security 
affairs 
Managing 
foreign 
workers 
Reducing the 
number of 
external 
remittances 
Green zone companies                 
Company A 



        
Company B    

      
Company C            
Company D           
  
Yellow zone companies                 
Company E     
        
Company F              
Company G              
Company H               
Company I     
       
Red zone companies                 
Company J        
  
Company K     

      
Company L              
Company M              
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The HR managers were asked if replacing non-locals in their companies will enhance the 
company's performance. Only three green zones companies out of four said that doing so will 
improve business performance due to the compatibility between employees in terms of social 
environment and language. However, the remaining companies said that replacing the non-
locals with locals would not benefit the company. Furthermore, the HR managers in all 13 
companies were asked what they thought were the main key drivers for the Nitaqat program. 
Twelve out of the 13 HR managers stated that the key driver for the Nitaqat program was to 
reduce the country’s unemployment rate. This issue was not a surprise as the MOL has 
focused on this problem in all its advertising campaigns since the program started. 
Dispensing with foreign workers was the second most cited key driver of the Nitaqat 
program. Two yellow zone companies and all red zone companies noted this issue. The MOL 
report for 2013 (MOL, 2013a) documented the number of locals and non-locals as follows: 
 
 1,466,853 Saudis working in the private sector in all economic sectors; and 
 8,212,782 non-locals working in the private sector in all economic sectors  
 
This indicates that about 15.15% of manpower in the Saudi private sector comprises Saudi 
national workers, while most are non-locals. The third key driver that was stated by two 
green zone companies and one yellow zone company, was “managing the private sector” in 
Saudi Arabia. Mellahi (2007) cited several managerial issues that were linked to the private 
sector in Saudi Arabia and had to be repaired, such as HRM practices. Also “managing the 
foreign workers” was cited as a key driver of Nitaqat by two green zone companies and one 
yellow zone company.  Reducing problems that are linked to national security affairs was 
mentioned by one green zone company as one of the positive outcomes that Nitaqat may 
accomplish in the future. Moreover, reducing the number of external remittances was also 
noted as a key reason for Nitaqat by one red zone company. 
 Page | 177 
Table 5.14 Nitaqat program in the 13 companies 3/3 
  
  Nitaqat Program 3/3   
Manipulation of Nitaqat   
Deceptive Saudisation 
/non-required locals 
Merging with another company 
Females preferred 
to males 
Government assistance 
Green zone companies         
Company A       
Company B         
Company C         
Company D         
Yellow zone companies         
Company E         
Company F         
Company G       
Company H     

Company I        
Red zone companies         
Company J        
Company K        
Company L        
Company M       
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It is difficult to develop a perfect system and Nitaqat is no exception. According to Khan 
(2013), the Saudi Minister of Labor, Adel Fakieh, stated in an interview with Arab News that 
the program is flexible, and time and again, his ministry announces new updated strategies 
that aim to achieve the program’s goals. One law linked to the Nitaqat program was the 
“deportation law”, which simply requires all workers to work only for their sponsor, and any 
worker found working for a different company has to be deported. This issue was widely 
discussed throughout the country since it touches many people’s lives. According to the latest 
reports from the MOL, over two million expatriates were deported in 2013 (MOL, 2013a). 
This law triggered a number of other issues that can be considered as attempts to manipulate 
the localisation program. One such method widely used by the red zone companies was the 
practice of deceptive Saudisation or “fake Saudisation”. It entails entering some local 
people’s names in the company’s payroll system or hiring non-required locals to be included 
in the company’s system that is then linked to the MOL’s systems. 
All red zone companies participating in this study cited the “deceptive Saudisation” issue as 
the last resort to dealing with the Nitaqat if they could not reach the green zone. This was 
before the MOL’s announcement. Another way of manipulating the Nitaqat program was by 
merging of companies and including Saudi employees who work with the sister company on 
the system. This problem was mentioned by one yellow zone and one red zone company. 
Yet another strategy was to employ local females over males because Nitaqat counts one 
female employee as two male employees. This rule encouraged some local companies to hire 
more Saudi women. Furthermore some companies used their contacts with the government, 
or secured assistance saying that they were working on governmental projects, in order to be 
moved to the green zone or be excluded for a while until they obeyed the Nitaqat program. 
This issue was mentioned by one of the green zone HR managers, who said that he knew two 
 Page | 179 
companies in the green zone who got “special consideration” due to their close relationship 
with the government of Saudi Arabia. 
 
Summary of HR managers’ views on the Nitaqat program  
The 13 human resource managers were asked about problems with the Nitaqat program. One 
is the qualifications of Saudi citizens, which is linked directly to the education as it is not 
market-driven or emphasises the right skills. This was mentioned by three HR managers from 
green and yellow zones companies. The education system must be improved by the 
government, especially in terms of both managerial and technical skills, and be linked to 
private sector requirements and jobs (for example, project managers) that are still done by 
foreign workers in most businesses operating in Saudi Arabia.  
The other mentioned barrier was “job type”, which is also related to the education system in 
the country. Through the data collection phase, there was no Saudi project manager working 
in the knowledge management department for any of the 13 companies. 
Salary was part of the problem concerning the localisation program, noted by five HR 
managers. Given the difference in average monthly wages and compensation between the 
Saudi national employees and non-Saudis (see Tables 5.12 and 5.13), the wages for Saudis 
are much higher.  
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Table 5.15 Comparative percentage of Saudi and non-Saudi nationals’ wages in the private sector 
(main occupations) for 2010 
 
Source: Calculated from data provided by the Ministry of Planning (2010), Saudi Arabia 
(www.planning.gov.sa/docs/107.htm) (accessed 15 May 2014) 
Main occupation Non-Saudis 
Saudi 
nationals 
Percentage non-Saudi 
to Saudi 
Professional, technical and related work 4758 9394 51% 
Administrative 13160 14858 88% 
Clerical 3816 6212 61% 
Sales 2127 4537 47% 
Services 1261 3975 30% 
Agriculture, animal husbandry and 
fishing 
1000 3191 31% 
Production, transport, equipment 
operator and similar work 
1519 5420 28% 
Not reported 2512 3963 63% 
General average 2354 7034 33% 
 
Working hours was cited as an issue by another HR manager of a company in the same zone. 
This company operates in IT, with shift workers, and most employees are expatriates and 
single. This barrier is linked to the social and cultural lifestyle of Saudis, and it needs to be 
researched further in order to identify the ability of locals to work night shifts.  
Of the 13 HR managers, only two said that there was no barrier to localise all the jobs in the 
private sector. Both companies are located in the green zone. 
Through the data collection phase and the interviews, there were many different topics and 
aspects that were discussed in order to find a way to move the company from a lower phase 
to a higher one. Many solutions and ideas were presented. A noticeable issue was some of the 
practices that few companies were found to be indulging in so as to manipulate the Nitaqat 
program. These included hiring unneeded locals who are not actually working in the 
company but still their names are included in the system for the sake of “deceptive or fake 
Saudisation”. The ministry explained that fake employment is “where a business enlists a 
Saudi with the social security body without actually employing him in order to claim its 
Saudisation quota”. In June 2013, the Minister of Labor announced that his department had 
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found over than 600 firms practicing deceptive Saudisation. Therefore in January 2014 the 
ministry prepared a draft regulation that included a penalty for employers who did this – five 
years’ imprisonment and a fine of up to 10 million riyals. 
Another method of manipulating Nitaqat and one that was mentioned by two HR managers 
was merging the company with a sister company and including Saudis who are working in 
this other company on one main system. Moreover, hiring female employees is counted as 
hiring two male employees, which also encouraged local companies to absorb as many male 
and female Saudis as possible.  
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5.11. Analysis and Discussion over local employees and Nitaqat Program 
Table 5.16 Local employees in the 13 selected companies and Nitaqat program 1/6 
  
Local Employees and Nitaqat Program 1/6 
Nitaqat phase Nitaqat affected the organisation during the implementation  
Green 
zone 
Yellow 
zone 
Red 
zone 
Yes No 
current 
effects 
Job 
security 
Organisation 
culture 
Project 
delay 
Unclear 
situation 
Unclear 
future 
Work 
environment 
Green zone companies                     
Company A          
Company B          
Company C          
Company D          
Yellow zone companies                     
Company E          
Company F     

   
Company G          
Company H          
Company I          
Red zone companies                    
Company J         

Company K          
Company L            
Company M          
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Local employees are the Saudi national employees who are working in the country’s private 
sector. Thirteen local employees from the private sector were interviewed: four from green 
zone companies, five from yellow zone companies, and four from red zone companies. The 
participants were asked a number of questions, and these are listed in Appendix 4. The first 
question was about the Nitaqat program and whether the program affected the organisation 
during the implementation. The responses were as follows: 
 Nine local employees (four from the green zone, three from the yellow zone, and two 
from the red zone) said that the program did not affect the work or the organisational 
performance. 
 Four local employees (from yellow zone) said it indeed affected the organisation. One 
of them said that Nitaqat’s impacts were felt in the company’s workplace due to 
delays in some projects. Another yellow zone local employee, but from a different 
company, stated that the program affected the firm as its located in the yellow zone 
and the current position of the company is not clear, which might affect his future in 
that organisation. 
 The case was the same with red zone companies. Two local employees said that the 
program affected the organisational culture and environment, and they were currently 
looking for other jobs in case their bosses could not find a way to move the business 
to the green zone. This issue was linked to employees’ turnover which has been 
discussed earlier in this study. 
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Table 5.17 Local employees in the 13 selected companies and Nitaqat program 2/6 
  
Local Employees and Nitaqat Program 2/6 
Nitaqat’s benefits to the company 
Nitaqat regulations 
were introduced to 
local employees in the 
company 
Yes 
No 
current 
benefits 
Yes No 
Define the 
Saudi 
private 
sector 
Creating a 
competitive 
environment 
for locals 
Creating opportunities for 
more locals to join the 
company 
Facilitating 
visa issues 
Securing jobs 
for local 
employees 
Green zone companies                 
Company A 

          
Company B  

 
     
Company C      
 
   
Company D             
Yellow zone companies        
       
Company E  


     
Company F   

    
Company G    

     
Company H    

     
Company I     
 
    
Red zone companies        
       
Company J     
 

  
Company K          
Company L     
 
    
Company M    

     
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The local employees working in the private sector were also asked about the benefits of the 
Nitaqat program to their companies. Nine local employees (four from the green zone, four 
from yellow zone and one from the red zone) asserted that there were some benefits of 
applying Nitaqat as follows: 
 One local employee from the green zone said that the program helped define the 
Saudi private sector by classifying the sectors in more detail. This arrangement is 
attached in Appendix 6 in this study. 
 Two local employees (one from the green zone and another from the yellow zone) 
said Nitaqat will create a competitive environment and help in securing jobs for locals 
in the private sector. 
 Six local employees (one from the green zone, four employees from the yellow zone 
and one from the red zone) stated that Nitaqat will create job opportunities for locals 
and thus increase the number of Saudis in the private sector.  
 Two green zone employees commented that Nitaqat will facilitate the MOL’s services 
such as renewing non-locals’ visas and issuing new ones. 
 Four local employees (1 yellow zone employee and 3 red zone employees) stated that 
Nitaqat delivered no benefits to the company. 
 All local employees in the 13 companies were asked if Nitaqat regulations were 
introduced to them, to which they replied in the affirmative. 
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Table 5.18 Local employees in the 13 selected companies and Nitaqat program 3/6 
  
Local Employees and Nitaqat Program 3/6 
Barriers  to localisation in Saudi Arabia  
Nature of the job. 
includes (working 
hours) 
Senior management's trust 
and their views on the local 
employees’ commitment 
Timeframe for 
localising all the jobs 
considered to be too 
short 
Salaries No barriers 
Green zone companies           
Company A 

    
Company B       
Company C      
Company D      
Yellow zone companies          
Company E         
Company F         
Company G       
Company H       
Company I      
Red zone companies        
Company J     
Company K       
Company L        
Company M         
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The thirteen local employees were asked about problems to localising jobs in Saudi Arabia 
and they responded with the following answers: 
 Five locals (two green zone employees, two yellow zone employees and one red zone 
employee) believe that there are no barriers to localising all jobs in Saudi Arabia’s 
private sector. 
 According to four locals (one green zone employee, two yellow zone employees and 
one red zone employee), one challenge to localising jobs is the lank of trust between 
senior management and the locals; this needs to improve. 
 Three locals (one local employee from each zone) said that the nature of the job itself 
was one such barrier. They said some jobs in Saudi Arabia will not be done by Saudis, 
such as drivers or cleaners, and it is difficult to recruit locals to do them. Others 
mentioned the working hours of some jobs, such as call centre operators. 
 Two local employees (one in the yellow zone and another one in the red zone) 
believed that the time frame that was specified by the MOL to implement the program 
was too short. 
 Only one local employee from the yellow zone companies remarked that the main 
barrier for localising all jobs in the private sector was salaries. This is because the 
salaries of locals were much higher than that of non-locals. This theme has been 
discussed previously in this study. 
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Table 5.19 Local employees in the 13 selected companies and Nitaqat program 4/6 
  
Local Employees and Nitaqat Program 4/6 
Localisation Barriers in the company 
Nature of the 
job-  includes 
the working 
hours 
Senior management's 
trust and their view on 
the local employees’ 
commitment 
Company’s 
reputation 
Timeframe for 
localising all the 
jobs considered 
to be too short 
Salaries No barriers 
Green zone companies             
Company A  
     
Company B         
Company C         
Company D         
Yellow zone companies           
Company E          
Company F          
Company G        
Company H       

Company I     

  
Red zone companies           
Company J        
Company K          
Company L          
Company M   

   
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The local employees were also asked about the barriers to localising jobs in the companies 
they were currently working in. The answers did not differ much from the previous question 
about the barriers to localising jobs in Saudi Arabia: 
 Five locals (two green zone employees, two yellow zone employees, and one red zone 
employee) believed that there were no barriers to localising jobs in the companies 
they were currently working in. 
 Four (one green zone employee, two yellow zone employees, and one red zone 
employee) believed that the trust between senior management and the local had to 
improve because it was a problem. 
 Three locals (one local employee from each zone) said that the nature of the job itself 
was one issue. They said some jobs in Saudi Arabia will not be done by locals such as 
drivers or cleaners. Others mentioned the working hours of some jobs such as call 
centre operators as problematic. 
 Two (one in the yellow zone and another one in red zone) believed that the time frame 
that was specified by the MOL to implement the Nitaqat program was considered too 
short. 
 One local employee in a red zone company believed that the reputation of the 
company was the biggest barrier for localising all jobs in the firm. 
 Only one local employee from a yellow zone company stated that the main barrier 
was salaries as these were much higher for locals. 
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Table 5.20 Local employees in the 13 selected companies and Nitaqat program 5/6 
  
Local Employees and Nitaqat Program 5/6 
Employees’ replacement 
process in the company 
Nitaqat’s benefits to the country 
Does not 
exist 
Exist and 
is 
effective 
 
Exist but 
is not 
effective 
Limits the 
number of 
non-locals 
Limits the 
problems 
that were 
associated 
with non-
locals 
Managing 
the private 
sector 
Reduces the 
percentage of 
unemployment 
Transfers 
knowledge and 
experiences to 
the new 
generation 
Green zone companies                 
Company A    

 



Company B       

  
Company C          
Company D    
      
Yellow zone companies               
Company E       

 
Company F         
Company G          
Company H     

 
Company I         
Red zone companies                
Company J    

    
Company K         
Company L          
Company M           
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Local employees in the participating companies were also asked whether there was an 
employee replacement process where they worked:  
 Nine local employees (one from the green zone, four from the yellow zone, and four 
employees from the red zone) said that there was no such process. 
 Two local employees (one from the green zone and another one from the yellow zone) 
said that the employee replacement process did exist and was quite effective in their 
workplace. 
 Two local employees in the green zone companies said the process existed but was 
not effective. 
Furthermore, the local employees were asked about the benefits of the Nitaqat program to the 
Kingdom of Saudi Arabia: 
 All 13 local employees across different zones said the main benefit of applying 
Nitaqat was reducing the local unemployment rate. Again, this was not surprising as it 
was the main benefit that was linked to the program when the MOL announced it. 
 Five local employees (two from the green zone and three from the yellow zone) said 
that Nitaqat will assist in defining and organising the Saudi private sector. 
 Three locals (one from the yellow zone and two from the red zone) said that the 
program helped in limiting and controlling the number of non-local employees. 
 Three local employees (two from the green zone and one from the yellow zone) said 
that the program will benefit the country by limiting the problems associated with the 
non-locals, which can result from social, cultural and religious differences. 
 One local employee in a green zone company said Nitaqat will assist in transferring 
knowledge and experiences to the new-generation local employees in Saudi Arabia. 
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Table 5.21 Local employees in the 13 selected companies and Nitaqat program 6/6 
  
Local Employees and Nitaqat Program 6/6 
Knowledge belongs to … Best way to transfer knowledge 
… the 
company 
… the 
employee 
… both 
company and 
employee 
Financial 
rewards 
Training courses, 
which include the 
"leaving employee" 
as an instructor 
Adopting new 
communication tools 
Green zone companies             
Company A 

   
Company B  

   
Company C       
Company D  

    
Yellow zone companies           
Company E      
Company F   

 
Company G      
Company H      
Company I      
Red zone companies          
Company J   

  
Company K        
Company L         
Company M 
     
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Local employees were asked if the knowledge they had acquired during their time with their 
company belonged to them or to the company: 
 Nine employees (three green zone employees, five yellow zone employees, and one 
red zone employee) said that the knowledge belongs to both the company and the 
employee. 
 Three employees from the red zone said that the knowledge belongs to the company. 
 Only one employee from the green zone said the knowledge belonged to him. 
Furthermore, all the Saudi employees were asked about the best way to transfer knowledge: 
 Eleven Saudi employees (four green zone employees, five yellow zone employees, 
and two red zone employees) said that the best way to transfer knowledge was 
training courses that involved the “leaving employee” as an instructor. 
 Seven Saudi employees (two green zone employees, three yellow zone employees, 
and two red zone employees) believed the best way was to offer financial rewards. 
 One employee from the yellow zone said that the best way to transfer knowledge was 
to implement new communication tools that could help retain essential knowledge in 
one accessible place for all company employees. 
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5.12. Analysis and Discussion over Non-local employees and Nitaqat Program 
Table 5.22 Non-local employees in the 13 selected companies and Nitaqat program 1/4 
  
Non-local Employees and Nitaqat Program 1/4 
Nitaqat phase Nitaqat affected the organisation during its implementation  
Green 
zone 
Yellow 
zone 
Red 
zone 
Yes 
No current 
effects Job 
security 
Loss of 
experts 
Project 
delay 
Unclear 
future 
Stress 
Work 
environment 
Green zone companies                     
Company A    

    
Company B          
Company C          
Company D          
Yellow zone companies                     
Company E          
Company F       

 
Company G          
Company H          
Company I   

  

 
Red zone companies                    
Company J         

Company K   

     
Company L       

   
Company M   

 

  
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The non-local employees who participated in this study were foreign employees working in 
the Saudi private sector. They held an “employment visa” enabling them to work in the 
sector. Thirteen non-local employees from the private sector were interviewed: four from 
green zone companies, five from yellow zone, and four from red zone companies. The 
participants were asked a number of questions and these are listed in Appendix 5.  
The first question was about the Nitaqat program and whether the program affected the 
organisation during the implementation. Five non-local employees (four from the green zone 
and one from the red zone) said that Nitaqat did not affect the work or the organisation’s 
performance. Non-local employees in the green zone companies were not affected by Nitaqat 
policies. However, employees in the yellow and red zone companies who have worked in the 
Kingdom for six years have the right to work for another employer in the excellent or green 
zone companies as a reward for their commitment to localisation. This action has to be taken 
within three months of the expiry of the employment visa “Iqama” or they will be deported. 
This rule puts many non-local employees under pressure and has led to an increase in 
employee turnover in both red and yellow zone companies. 
Nine non-local employees (five from the yellow zone and three from the red zone) said 
Nitaqat affected their business in the following ways: 
 Three non-local employees (two from the yellow zone and one from the red zone) 
said that Nitaqat affected their organisation’s workplace environment. This issue is 
linked with the next point. 
 Three non-local employees (two from the yellow zone and one from the red zone) 
said that Nitaqat affected life at work by increasing the level of stress, which led to a 
number of problems for employees.  
Cox and Britain (1993) define stress as an interactive psychological state between the 
individual (internal) and the situation (external), which can affect the individual’s ability to 
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cope with the external situation. Too much stress has many negative outcomes and this issue 
has been discussed by many scholars such as Cox and Britain (1993), Cooper et al. (1996), 
Lazarus (1995), Soylu (2007), and Rechter et al. (2013). Nieuwenhuijsen et al. (2010) and 
Mosadeghrad et al. (2011) discovered a evidence for a strong link between stress, work 
environment, and a number of factors including, and limited to, high job demands, low job 
control, low co-worker support, low supervisor support, low procedural justice, and low 
relational justice, as well as external uncontrollable factors such as governmental laws (for 
example, the localisation program). They also linked stress with many effects such as 
turnover, absenteeism, aggression, and hostility. 
Three non-local employees (two from the yellow zone and one from the red zone) said 
Nitaqat affected the organisation’s future and made it appear uncertain. In a recent Arab 
News (2014) article, it was noted that 200,118 private sector companies in the red zone (out 
of 1.8 million companies in the private sector) had closed down by 2013. The MOL has 
confirmed this figure (MOL, 2013a). Notably, around 59% of those firms were small and 
micro enterprises that need to employ at least one Saudi national. According to the MOL, the 
number of medium-sized and large firms that closed due to Nitaqat requirements stood at 
around 200. The uncertain future of red zone companies under the new Nitaqat program was 
cited by the non-local employees surveyed in this study as a problematic outcome.  
Three non-local employees (one from the yellow zone and two from the red zone) said 
Nitaqat affected not only the company’s future but also their job security. On this theme, a 
study by Kraimer et al. (2005) found that job security wielded an influence on the individual 
employee’s performance. The study also linked employees with low job security, and cited a 
negative relationship between threat perceptions and supervisor’s rating of an worker’s job 
performance. Luechinger et al. (2010) noted that the significance of job security for the 
private sector employees was higher compared to public sector employees. The study also 
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shows that the subjective well-being of private sector employees is much more sensitive to 
fluctuations in unemployment rates compared to public sector employees. Job security in 
Saudi Arabia’s private sector and how the Nitaqat program affects it needs to be investigated 
further. 
Two non-local employees (one from the yellow zone and one from the red zone) said that 
Nitaqat affected the organisation as it led to the loss of experienced and expert employees. 
This is also not surprising and was substantiated by the HR managers. As discussed 
previously, Abbasi and Hollman (2000, p. 333) have defined employee turnover as “the 
rotation of workers around the Labor market; between firms, jobs, and occupations; and 
between the states of employment and unemployment”. Employee turnover is always 
expensive and detrimental, and affects organisational performance (Mueller & Price, 1989). 
Replacing leaving employees and selecting, recruiting and training new ones costs a lot of 
time, money, and effort (Mossholder et al., 2005).  
Park and Shaw (2013) stated that the relationship between total turnover and organisational 
performance is significant in a negative way. The sources of employee turnover have been 
discussed and listed in many previous studies (Abbasi & Hollman, 2000; Firth et al., 2004; 
Mano-Negrin & Tzafrir, 2004; Ongori, 2007). These sources include job stress, lack of 
commitment to the organisation, extensive job pressures, job dissatisfaction, low wages, 
powerlessness, economic reasons, organisational instability, poor personnel, toxic workplace 
environment, poor HR policies and procedures, and lack of motivation. Ongori (2007) 
showed that employee turnover imposes many difficulties on the company’s performance and 
can be considered expensive due to the hidden costs associated with paying the leaving 
employees and hiring new ones. In The Nitaqat program has caused a huge employee 
turnover in red zone and yellow zone companies. Losing the leaving employee’s knowledge 
is one of the most important issues that these have had to consider. Two non-local employees 
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(one from the yellow zone and one from the red zone) concurred that Nitaqat affected their 
organisation’s performance by causing project delays.  
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Table 5.23 Non-local employees in the 13 selected companies and Nitaqat program 2/4 
  
Non-Local Employees and Nitaqat Program 2/4 
Nitaqat’s benefits to the 
company 
Were Nitaqat 
regulations introduced 
to the non-local 
employees in the 
company? 
Barriers to localisation in Saudi Arabia  
Facilitates 
Ministry of 
Labor 
processes 
No current 
benefits 
Yes No 
Education 
system’s 
outcomes 
are not 
related to the 
Saudi 
economy 
Locals’ lack 
of expertise 
Locals’ 
commitment 
to private 
sector jobs 
Working 
hours 
Nature of 
the job 
Salaries 
Green zone companies                     
Company A               
Company B           
Company C          
Company D              
Yellow zone companies                   
Company E              
Company F     
       
Company G          
Company H            
Company I       
 

Red zone companies                  
Company J            
Company K      


    
Company L          
Company M      
       
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Non-local employees in the private sector were asked about the benefits of the Nitaqat 
program to their companies. These were as follows: 
 Nine non-local employees (five from the yellow zone and four from the red zone) said 
there was no noticeable benefit from Nitaqat given to the company.  
 Four from in the green zone said Nitaqat benefited the company by facilitating MOL 
processes, such as renewal of the employment visa. 
 All non-local employees in the 13 companies were asked whether Nitaqat regulations 
were introduced to them, to which they replied in the affirmative. 
Barriers to localisation from the non-local employees’ point of view were evident. The 13 
non-local employees were asked about these problems. Their responses were as follows: 
 Six non-local employees (two green zone employees, two yellow zone employees and 
two red zone employees) believed that lack of expertise amongst Saudi nationals was 
one of the barriers to localising jobs. 
 Five non-local employees (two green zone employees, two yellow zone employees, 
and one red zone employee) stated that the outcomes of the education system are not 
related to the requirements of the Saudi economy. This barrier is linked to the first 
point mentioned above.  
 Five non-local employees (one green zone employee, two yellow zone employees and 
two red zone employees) said the nature of the job itself was one of the barriers to 
localisation. They said some jobs in Saudi Arabia, such as drivers or cleaners, will not 
be done by the locals.  
 One employee from the yellow zone cited the working hours of some jobs as a barrier 
as Saudis were not willing to work for longer hours or during night shifts. 
 Five non-local employees (two green zone employees, one yellow zone employee and 
two red zone employees) said that the major barrier to localisation were Saudi 
 Page | 201 
national citizens’ high salaries. This issue has been previously mentioned in this 
study. 
 Four non-local employees (two yellow zone employees and two red zone employees) 
said that the commitment of locals to private sector jobs was questionable. They had 
observed that more time and effort was required to trust young Saudi employees. 
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Table 5.24 Non-local employees in the 13 selected companies and Nitaqat program 3/4 
  
Non-Local Employees and Nitaqat Program 3/4 
Barriers to localisation in the company 
Employee replacement process in the 
company 
High cost of 
Saudi labour 
Company 
reputation  
Nature of 
the job 
Inexperience of 
locals 
Does not 
exist 
Exists and 
is effective 
Exists but is 
not effective 
Green zone companies               
Company A 
        

Company B           
Company C     

  
Company D          
Yellow zone companies              
Company E            
Company F    

     
Company G          
Company H    

  
Company I      
 
Red zone companies             
Company J          
Company K 

       
Company L   
      
Company M 

     
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The non-local employees were asked about the barriers to localising jobs in the companies 
they were currently working in. The answers were as follows: 
 Seven non-local employees (two green zone employees, three yellow zone employees 
and two red zone employees) said that the nature of the job itself was a barrier. 
 Five non-local employees (two green zone employees, one yellow zone employee and 
two red zone employees) said that the high cost of Saudi national employees was a 
barrier.  
 Six non-local employees (two green zone employees, three yellow zone employees 
and one red zone employee) commented that the inexperience of locals was a 
problem.  
 Two non-local employees in the red zone companies believed that locals did not want 
to work in red zone companies. 
The non-local employees in participating companies were also asked whether there was an 
employee replacement process where they worked: 
 Nine non-local employees (one from the green zone, four from the yellow zone and 
four from the red zone) said that there was no such process in the company. 
 Two non-local employees (one from the green zone and one from the yellow zone) 
said that the employee replacement process did exist and was effective in their 
workplace. 
 Two non-local employees in the green zone companies said the process existed but 
was not effective. 
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Table 5.25 Non-local employees in the 13 selected companies and Nitaqat program 4/4  
 
  
Non-Local Employees and Nitaqat Program 4/4 
Nitaqat’s benefits to the country Knowledge belongs to… 
Best way to transfer 
knowledge 
Creates a 
better future 
for the Saudi 
people 
Limits the 
number of 
non-locals 
Reduces 
unemployment 
…the 
company 
…the 
employee 
…both 
company 
and 
employee 
Financial 
rewards 
Training courses 
Green zone companies                 
Company A     

   
Company B           
Company C           
Company D     

    
Yellow zone companies               
Company E           
Company F        
Company G          
Company H          
Company I          
Red zone companies               
Company J            
Company K   
       
Company L 

        
Company M     

   
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The non-local employees were asked about the benefits of the Nitaqat program to the 
Kingdom of Saudi Arabia: 
 All 13 non-local employees across different zones said that the main benefit from 
applying Nitaqat was less local unemployment. Again, this was not surprising as the 
same answer was given by the local employees. This benefit was always what the 
program intended to do when the MOL announced it. 
 Three non-local employees (one from the yellow zone and two from the red zone) 
believed that Nitaqat helped in limiting the number of non-locals in Saudi Arabia. 
 One non-local employee from a green zone business believed that Nitaqat will create 
a better future for Saudi youth. The employee linked it to the huge number of 
currently unemployed locals and the crimes that idle young Saudis were committing. 
The employee believed that Nitaqat will limit such problems associated with 
unemployment. 
The non-local employees were also asked whether the knowledge they had acquired during 
the time they had spent with their respective companies belonged to them or to the company: 
 Eight non-local employees (one green zone employee, four yellow zone employees 
and three red zone employees) said the knowledge belonged to them. 
 5 non-local employees (three green zone employees, one yellow zone employee and 
one red zone employee) said that the knowledge belonged to the company as well as 
the employee himself. 
 Remarkably, not one non-local employee asserted that the knowledge belonged to the 
company. 
The final question put to all non-local employees concerned the best way to transfer the 
knowledge. Firstly, all non-local employees (four green zone employees, five yellow zone 
employees and four red zone employees) remarked that the best way was to offer financial 
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rewards. Secondly, only one non-local employee from a yellow zone firm mentioned training 
courses besides financial rewards. 
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5.13.  Awareness of the importance of modifying the main HRM 
activities and linking them with KM activities 
This section discusses some practices that the HR departments of the selected companies use 
and their level of awareness of their links to KM or their useful role in retaining knowledge. 
5.13.1. Human Resource Structure 
As previously discussed, vision, mission and objectives are three important components of 
strategic planning. This thesis illustrates the benefits derived from having a documented 
organisational structure and sensible procedures for workflow to manage the knowledge 
required in the company.  
Table 5.26 Saudi companies and their awareness of strategic HR and KM 
 
HR Department  
vision, mission 
and objectives 
Documented 
organisational  
structure 
Documented 
procedures  
for the  
workflow 
Awareness of 
the importance 
of these 
strategic HR 
and their link 
to KM 
Green zone companies     
Company A    
Company B    
Company C    
Company D    
Yellow zone companies      
Company E      
Company F    
Company G    
Company H    
Company I    
Red zone companies     
Company J     
Company K     
Company L     
Company M     
 
The above table depicts that all green zone companies participating in this research have 
documented vision, mission, and objectives for their HR departments. However, there is no 
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evidence the HR managers were aware of the importance of the links between these strategic 
HR components and KM during the interviews. 
 HRMQ 1.4 ‘What are the links between KM and HRM in your opinion?’ 
The four HR managers from the green zone companies did not link the HR components to 
knowledge management. This was also evident for the yellow zone HR managers, except for 
one. The HR manager for this particular yellow zone company stated: 
 
I think our vision and mission that are printed and placed on all the walls can be 
considered as a documented procedure to share knowledge because our vision 
and mission promote sharing knowledge and employees’ cooperation.  
 
As previously mentioned, red zone companies lacked the documentation of strategic 
management components, and their HR managers’ responses to the question about the links 
between KM and HRM did not reveal there were any. Yet, companies that have documented 
their vision, mission, and objectives for their HR departments remain unaware of the role of 
these strategic components in managing the knowledge that might be lost when replacing 
employees. These components can be linked to the promotion of knowledge sharing. 
Moreover, as previously discussed, documentation of both organisational structures and 
workflow procedures is considered an excellent tool for managing knowledge by 
transforming tacit knowledge into explicit knowledge.  
Most participating companies have documented their organisational structures and workflow 
procedures. This practice takes them a step closer to achieving a good and continuing KM 
system in their companies. Companies in the red zone that have not been documenting the 
previously mentioned components need to start doing this in order to manage the knowledge 
that may be lost forever when employees leave them. 
 
 Page | 209 
5.13.2. Employment  
Table 5.27 Saudi companies and their awareness of employment strategies and KM 
 
Centralised 
decision-
making 
Decentralisation 
of decision-
making 
Policy  
to retain 
high-
value/high-
risk 
employees 
Integration 
program for new 
employees  in 
the work 
environment 
“Linking 
employment 
with training” 
Awareness of 
the importance 
of employment 
strategies and 
their link to KM 
Green zone companies      
Company A     
Company B      
Company C     
Company D     
Yellow zone companies        
Company E     
Company F      
Company G      
Company H     
Company I      
Red zone companies         
Company J        
Company K       
Company L       
Company M       
 
The researcher asked the Human Resource managers the following questions in order to 
determine their awareness of the link between employment strategies and Knowledge 
management: 
HRMQ 2.1. ‘Who is responsible for identifying job vacancies?’ 
HRMQ 2.2. ‘Is there a procedure or policy to retain high-value/high-risk employees in the 
organisation?’ 
HRMQ 2.3. ‘Does the organisation have a program for integrating the employee into the 
workplace environment?’ 
HRMQ 2.4. ‘If yes, what is this program, and how do you evaluate it?’ 
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Employment is one of the main HRM domains. It plays an important role in KM because it is 
linked to both the knowledge creation and knowledge transfer processes. According to 
Scarbrough (2003, p. 502), ‘effective selection of new employees is crucial because it is the 
process of building an organisation’s knowledge’. Moreover, this research suggested that 
companies have to hire not only people who have the required knowledge and skills that they 
desire but also those who are willing to learn from employees who are about to leave. This 
study suggested a new selection strategy called person-to-person fit (PP fit), which aims at 
allowing an employee who is about to leave the company to participate in the interview and 
selection process for ‘the new member that will replace him/her’. This involvement will 
contribute to the knowledge transfer process. Intellectual compatibility amongst staff 
members will aid in developing a trend for sharing knowledge and experiences.  
The selected participating companies were asked a series of questions regarding the selection 
process. These ranged in subject from identifying the vacant jobs to determining the existing 
programs they offer in order to integrate new employees into the company. Table 5.27 clearly 
shows that red zone companies have a centralised decision-making process in terms of 
identifying vacant jobs. As previously discussed, this approach is not a highly suitable 
strategy for managing knowledge because the leaving employee would not be able to 
participate in the interviewing process for new hirees. Furthermore, only five out of the 13 
companies had a policy for retaining high-value/high-risk employees. All these components 
are important in the selection of new staff, and linking such selection and employment 
processes with the other main HR domains is crucial for implementing KM in the company. 
However, only one company was aware of the importance of this process. It linked this 
process not only with the training and development system but also with both the reward 
system and PAS.  
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5.13.3. Performance Appraisal Systems 
Table 5.28 Saudi companies and their awareness of Performance Appraisal System and KM 
 
Performance 
Appraisal 
System 
Linking PA 
system with 
rewards, 
training or 
promotions 
Assessing 
employee 
performance 
and 
monitoring 
productivity 
Awareness of 
the importance 
of PA in 
managing 
knowledge  
Green zone companies     
Company A    
Company B    
Company C    
Company D    
Yellow zone companies       
Company E    
Company F     
Company G     
Company H     
Company I    
Red zone companies      
Company J      
Company K     
Company L     
Company M     
 
As noted previously, PA is a key process for managing knowledge. It is also an effective 
mechanism for enhancing knowledge creation and sharing by evaluating the knowledge-
sharing practices of employees and aligning individual actions and knowledge to 
organisational or business strategies. Furthermore, establishing an effective PAS will assist in 
reviewing the coherence of selection and training strategies with any needed requirements 
that could facilitate knowledge sharing. The HR managers of the participating companies 
were asked the following questions: 
 HRMQ 1.4 ‘What are the links between KM and HRM in your opinion?’ 
 HRMQ 3.2. ‘What is the objective of the PAS used in this organisation?’ 
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 HRMQ 3.3. ‘Based on your opinion, how effective is the PAS used in the 
organisation?’ 
 
Most HR managers answered the previous questions regarding the importance of the PAS in 
retaining competent employees, improving the performance of underperforming employees, 
or letting go of unneeded and unproductive employees. However, no evidence was found to 
demonstrate their awareness of the role of an effective PAS in managing knowledge and 
linking it with the other main domains of HR, namely ‘selection, reward system, training and 
development’, except for one company. 
 
5.13.4. Training and development  
Table 5.29 Saudi companies and their awareness of training plans and KM 
 
Training plans 
Linked training 
plans with 
Performance 
Appraisal 
System 
Linked 
training 
system with 
rewards 
Awareness of 
the importance 
of training 
plans in 
managing 
knowledge 
Green zone companies     
Company A    
Company B    
Company C    
Company D    
Yellow zone companies      
Company E    
Company F    
Company G    
Company H    
Company I    
Red zone companies      
Company J      
Company K      
Company L     
Company M      
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Training is the main process employed for staff development. Training-related activities are 
regarded as core knowledge sharing processes. As previously mentioned, training leads to 
higher levels of knowledge transfer (Har et al., 2010). This research suggests that both the 
knowledge source and recipient employees (the leaving employee and the new one) need to 
train together in such areas as communication to facilitate knowledge transfer. The HR 
managers of 13 companies in the Saudi private sector were asked some questions regarding 
training and development: 
HRMQ 5.1. ‘What is the training plan for employees in this organisation?’ 
HRMQ 5.2. ‘What are the objectives of this plan?’ 
HRMQ 5.3. ‘What is the benefit gained from developing the training system in the 
organisation?’ 
HRMQ 5.4. ‘Are there any particular plans or strategies for the development of the staff?’ 
 
These questions aimed to facilitate an understanding of the development plans and practices 
that HR departments use relative to knowledge sharing. All participating green and yellow 
zone companies have training plans in place for their employees, but only one red zone 
company has such plans. Linking training plans with both the PAS and reward system is an 
important step in KM because these three main HR domains (performance appraisal, reward 
system and training plans) complement and depend on one another as a means of assessing, 
motivating and transferring knowledge in the company. 
Most participating companies link training plans with either system. However, only three HR 
departments linked the training plans with both systems. The HR manager from Company E 
was the only one who understood the role of training plans in knowledge sharing. Its links 
with both the PAS and reward system was evident in the answers of the HR manager, who 
stated that: 
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We ask our experienced employees to train the new hirees and join them in the first 
month of their work in order to assess them. These experienced employees then 
send us their recommendation and evaluation, and we reward them in return. This 
is documented in our policies of developing the employees of this company.  
 
Notably, two other companies have linked their training plans with the PAS and reward 
system. However, these companies’ HR managers remained unaware of the importance of 
these links for KM. Furthermore they failed to recognise the role of these links in transferring 
the needed knowledge that might be lost when employees have to be or are replaced.   
 
5.13.5. Reward System 
Table 5.30 Saudi companies and their awareness of reward system and KM 
 
Reward system 
Linked reward 
system with 
Performance 
Appraisal 
System 
Linked reward 
system with 
training  
Awareness of 
the importance 
of reward 
system in 
managing 
knowledge 
Green zone companies     
Company A    
Company B     
Company C    
Company D    
Yellow zone companies      
Company E    
Company F     
Company G    
Company H    
Company I    
Red zone companies      
Company J      
Company K     
Company L      
Company M     
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A reward system is also considered to be one of the most important HRM domains. This 
system plays an important role in knowledge management because it is encourages 
employees to share their knowledge, thus enabling effective knowledge creation and sharing 
while facilitating the retention of the inimitable knowledge possessed by competent and 
talented employees. All HR managers working in the participating companies were asked 
some questions about both the reward system and knowledge transfer amongst employees:  
HRMQ 4.1. ‘What reward system is in place in this organisation?’ 
HRMQ 4.2. ‘What is the role of reward system relative to organisational culture in this 
organisation, and how would you describe this culture?’  
HRMQ 4.3. ‘What are the benefits of having a reward system, and what are the effects 
of this system on knowledge transfer amongst employees?’ 
 
Most participating companies use a reward system, which they link to PAS or training and 
development. However, only one yellow zone company linked the reward system with both 
PAS and training systems.  The HR manager of this company remarked: 
 
The reward system here in this company is based on the employees’ performance 
and achievements. We reward our talented employees financially after the yearly 
performance appraisal, and we also reward our experienced employees after 
training the new joiner in order to confirm the transfer of the experience.  
 
This answer reveals an understanding of the importance of a reward system and its role in 
sharing and transferring knowledge and experience amongst employees. 
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5.14. Linking the main Human Resources Management domains 
with Knowledge Management: 
 
 
Figure 5.8: Main HRM domains and their relationship with the knowledge process 
 
Adapted and modified from: Storey, 1989; p.7. 
 
As previously discussed, a strong relationship exists between KM and HRM. To improve 
employee performance and knowledge stability, HR departments have to be aware of the 
useful links between KM and HRM. Moreover, linking each HR domain with KM has a 
significant role in managing knowledge, as discussed in Chapter 2. The HR managers of the 
participating organisations were interviewed and asked some questions concentrating on the 
characteristics of current HRM activities each company implements. Furthermore, the 
interview questions covered each domain and its role in KM.   
Employee performance and knowledge stability depend on the four main domains of HR 
departments, and these are: selection, PAS, reward system, and training and development 
system. They were linked to two of the most important KM stages - creation and sharing. 
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Knowledge creation and sharing are significantly linked to tacit knowledge, which can be 
considered most important type of knowledge that may be lost when an employee leaves the 
company. The employee replacement process has to focus on these two main stages, ‘creation 
and sharing’, in order to maintain the required knowledge that might be lost irrevocably.  The 
main HR domains were linked as shown in Figure 5.8 above, and discussed in more detail in 
Chapter 2.  
The results for interviews with 13 private sector company HR managers confirm the 
existence of some links between the four main domains of HR activities. These links include 
those between PAS and training and development system and between PAS and reward 
system. However, 12 out of 13 companies did not link all of the four domains. Only one zone 
company did this with reference to their role in sharing knowledge between leaving 
employees and new hirees. This research earlier suggested that in order to maintain the 
knowledge that might be lost when replacing employees and to facilitate knowledge transfer 
from the leaving employee to the new one, HR managers have to link all these four domains 
together.  
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5.15. Linking the main research questions, interview questions, NVivo nodes, themes, memos and notes 
Table 5.31 Linking the main research questions, interview questions, NVivo nodes, themes, memos and notes 
Main research 
questions 
Interview questions Themes Nodes Memos and notes 
 
RQ1: What is 
the relationship 
between KM 
and HRM?  
 
The following questions were 
asked to the human resources 
managers of 13 companies in 
Saudi Arabia’s private sector: 
 
 What are the links between 
KM and HRM in your 
opinion? 
 
 Based on the HR manager’s 
opinion, to what extent does 
knowledge management 
affect the development of the 
policies and procedures of 
the HR department? 
 
KM and 
HRM links 
 
 Awareness of KM’s 
importance 
 Another department is 
responsible for knowledge 
management 
 KM and HRM links 
 Knowledge department 
 
 
 The relationship between 
knowledge management and 
human resources management 
was found to be strong from the 
literature review that has been 
discussed previously in this 
study. The question was 
developed to find more possible 
links articulated by human 
resources managers based on 
their views and experiences. 
 The HR managers were asked 
about the links between KM and 
HRM, and some of them 
highlighted the need to spread 
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Main research 
questions 
Interview questions Themes Nodes Memos and notes 
 awareness of KM. 
 Learning and development 
centres in some companies 
served as the KM department, 
according to some HR 
managers. 
 Some managers were aware of 
the role of KM in improving 
some HR activities, such as 
training and replacing key 
employees. 
 
RQ2: How 
could the 
integration of 
KM and HRM 
contribute to the 
employee 
replacement 
 
 Does this organisation 
have a documented 
vision/ mission/strategy 
for the HR department? 
 
 Does this organisation 
have a documented 
 
KM 
and HRM are 
linked 
to support the 
replacement 
process 
 
 KM and HRM links 
 
 Knowledge sharing 
 
 HR structuring 
 Vision 
 No vision 
 
The role of HRM and KM 
links in assisting and supporting 
the employee replacement process 
was identified from the literature 
review. The HR managers of the 
13 companies were then asked 
some questions concerning the 
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Main research 
questions 
Interview questions Themes Nodes Memos and notes 
process?  organisational structure 
and workflow 
procedures? 
 
 Does the organisation 
have a KM department 
or strategy? 
 
 Who is responsible for 
identifying job 
vacancies? 
 
 Does the organisation 
have a documented 
procedure for how new 
employees join the 
workforce? 
 
 Does the organisation 
 Mission 
 No mission 
 Objectives 
 No objectives 
 Documented 
organisational structure 
 No documented 
organisational structure  
 Documented procedures 
for the workflow 
 No documented 
procedures for the 
workflow 
 Documented procedures 
for joining the workforce 
 No documented 
procedures for joining 
the workforce 
 Induction program 
HRM process and strategies to 
determine whether they were 
using the previously identified 
links, and if so, how they are 
using these links to support the 
employee replacement process.  
The literature review 
indicated that the documented 
vision, mission, and strategies for 
the HR department are very 
important components that 
contribute to the knowledge 
management system and affect the 
employee replacement process.  
The HR managers were 
asked about the aforementioned 
components and whether they 
were documented to understand 
how they use the documentation 
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Main research 
questions 
Interview questions Themes Nodes Memos and notes 
have a procedure or 
policy for retaining 
high-value/high-risk 
employees? 
 
 Does the organisation 
have a program for 
integrating the new 
employee into the work 
environment? If yes, 
what is this program, 
and what is your 
evaluation of it? 
 
 Is a particular system 
adopted for employee 
performance appraisal?  
 
 What is the objective of 
 HR strategy  
 Documented procedures 
and policies  
 No documented 
procedures and policies  
 Clear and detailed 
contract 
 No clear and detailed 
contract 
 Procedure to retain high-
value employees 
 No procedure to retain 
high-value employees 
 Program for integrating 
new employees into the 
work environment 
 No program for 
integrating new 
employees into the work 
of the strategies to contribute to 
the employee replacement 
process. 
Moreover, we found that 
having a KM department or even 
a strategy in the company will 
support the employee replacement 
process. As mentioned in the 
literature review, KM has many 
benefits, such as saving time and 
improving business processes.  
Furthermore, the managers 
were asked about the decision on 
identifying job vacancies in the 
company. This question aimed to 
identify whether the decision type 
is centralised, i.e. the organisation 
relies on one individual to make 
decisions and provide direction 
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Main research 
questions 
Interview questions Themes Nodes Memos and notes 
the PAS used in this 
organisation? 
 
 What reward system is 
in place in this 
organisation? 
 
 What is the role of the 
reward system in the 
organisational culture, 
and how would you 
describe this culture?  
 
 What are the benefits of 
having a reward 
system, and what are 
the effects of this 
system on knowledge 
transfer amongst 
environment 
 Induction program 
 
 Performance appraisal (PA) 
 Abandoning staff after 
PA 
 Assessing and 
monitoring employee 
performance 
 Reviewing salaries 
 Retention of manpower 
 Effective PA 
 Highly effective PAS 
 No employee PAS 
 Ineffective PAS 
 PA based on monthly 
target 
 PA appraisal after project 
 Promotions as a result of 
for job vacancies in the company. 
As previously mentioned, this 
type of decision is often used in 
small businesses because the 
owner is responsible for the 
company’s operations. The other 
type of decision is decentralised, 
i.e. several individuals are 
responsible for making decisions. 
Decentralised decisions on 
employment and staffing rely on a 
team or many members of the 
company, such as the HR 
manager, the business owner, one 
of the top managers, or the 
leaving employee, who may have 
some autonomy to make such 
decision. In the literature review, 
an explanation was given about 
 Page | 223 
Main research 
questions 
Interview questions Themes Nodes Memos and notes 
employees? 
 
 What is the training 
plan for employees in 
this organisation? 
 
 What are the objectives 
of the training plan? 
 
 What is the benefit 
derived from 
developing a training 
system in the 
organisation? 
 
 Are particular plan or 
strategies concerning 
planning and 
development for the 
PA 
 Retaining staff after PA 
 Rewards after PA 
 Training courses after 
PA 
 Yearly PA 
 
 Reward system 
 Financial reward 
 No reward system 
 Reward system exists 
 Training rewards 
 Training 
 Summer training 
program 
 No plan for developing 
the staff 
 Preparation period 
 No training courses 
the benefit of decentralised 
decisions on knowledge sharing, 
which might support the 
replacement process by building 
trust between the leaving 
employee and the new one.  
Having a policy to retain 
high-value/high-risk employees is 
an important issue because the 
Nitaqat program seeks to reduce 
employee turnover, and increase 
the employment of Saudis whilst 
retaining the knowledge that the 
company has invested in. HR 
managers were asked about the 
existence of such a policy to 
understand the current 
management prospective on 
employee turnover.  
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Main research 
questions 
Interview questions Themes Nodes Memos and notes 
staff in place? 
 
 What are the 
procedures used for 
informing new 
employees about 
policies, regulations, 
and instructions? 
 
 What are the 
procedures used to 
inform employees 
about the possibility of 
abandoning their 
services?  
 
 Are previous 
procedures 
documented? 
 Learning and 
development centre  
 Future planning 
 Employee developments 
 Conditional training 
course 
 Internal procedures 
 
 Internal system for 
informing employees 
 Official letter before 
abandoning services 
 Employee motivation to 
share knowledge 
 Documented procedure 
for encouraging 
knowledge transfer in the 
organisation 
 No documented 
Programs for integrating 
new employees into the work 
environment are useful for 
training and introducing new 
employees to their new 
workplace. These programs are 
important for a new employee’s 
development and can be 
considered “a powerful strategic 
tool,” given that the literature 
review revealed that such 
programs can be linked to job 
satisfaction, commitment and 
psychological success. This 
question was posed to the HR 
managers to understand the 
programs they use in their 
companies; the answer was linked 
to one of the means to support the 
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Main research 
questions 
Interview questions Themes Nodes Memos and notes 
 
 Does a documented 
procedure that may 
encourage knowledge 
transfer in the 
organisation exist? 
 
Questions for both local and 
non-local employees: 
 
 What do think about 
the employee 
replacement process in 
this company? Is it 
effective? What do you 
think is the best way to 
transfer knowledge 
from a leaving 
employee to a new 
procedure for 
encouraging knowledge 
transfer in the 
organisation 
 
 Local employee 
 Employee replacement 
process in the company 
 Does not exist 
 Exists and is effective 
 Exists and is 
ineffective 
 
 Best way to transfer 
knowledge 
 Adopting new 
communication tools 
 Financial rewards 
 Training courses that 
employee replacement process. 
These programs can be used as a 
tool if applied under the 
supervision of the leaving 
employees as instructors. They 
can also be a useful way to share 
knowledge between employees in 
the company. 
 
HR managers were asked 
if a particular system is adopted 
for employee PA. This question 
was asked so that the evaluation 
processes used for their 
employees could be understood, 
given that the literature review 
found links between PA and KM. 
PA makes an important 
contribution to KM, in that it 
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one? 
 
 Do you think that the 
knowledge that you 
acquired whilst 
working in this 
company belongs to the 
firm or to you? 
 
 What are the issues that 
can help in motivating 
you to transfer this 
knowledge? 
 
have the leaving 
employee as an 
instructor 
 Knowledge belongs to: 
 Both the employee 
and the company 
 The company 
 The employee 
 Knowledge transfer 
motivating tools 
 Financial rewards 
 Training courses 
 
 Non-local employee 
 Employee replacement 
process in the company 
 Does not exist 
 Exists and is effective 
 Exists and is 
provides behavioural expectations 
related to the definition of 
knowledge sharing. This 
relationship ensures that actual 
behaviours are reviewed and, 
where appropriate, rewarded 
through financial or non-financial 
means. The links between PA and 
KM were previously discussed in 
the literature review, and the role 
of these links in supporting the 
employee replacement process by 
facilitating the process knowledge 
sharing was highlighted. The 
nodes were derived based on the 
responses of HR managers. These 
nodes included the existence of a 
PAS in the company, objectives 
of the PAS, effectiveness of the 
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ineffective 
 
 Best way to transfer 
knowledge 
 Adopting new 
communication tools 
 Financial rewards 
 Training courses 
which include the 
leaving employee as 
an instructor 
 Knowledge belongs to: 
 Both the employee 
and the company 
 The company 
 The employee 
 Knowledge transfer 
motivating tools 
 Financial rewards 
current PAS, steps after obtaining 
the PA results and, finally, type of 
PAS in the company, i.e. whether 
it is a yearly PA, a PA after each 
project, or PA based on a monthly 
target.  
Moreover, HR managers 
were asked about the reward 
system in their companies and the 
types of rewards they currently 
use. Responses were divided 
between financial rewards and 
training courses for employees as 
rewards. 
A reward system is an 
important tool to motivate 
employees not only to work but 
also to share knowledge. 
The means to improve 
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 Training courses 
 
 
 
knowledge sharing have to be 
sufficiently motivational, and 
rewards and recognition were 
found to improve employee 
motivation and commitment. The 
literature review revealed that 
learning behaviours should be 
rewarded when performance is 
achieved; otherwise, employee 
performance will be affected, and 
desired outcomes may not be 
achieved. Employee commitment 
and willingness are critical to the 
knowledge sharing process, which 
can be achieved by motivating 
workers through rewards and 
recognition. Knowledge sharing 
backed by a reward system is an 
excellent tool for promoting KM 
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in any organisation. An effective 
and appropriate reward system 
can influence employee 
performance by motivating 
competent and talented 
employees. Furthermore, learning 
and knowledge sharing can be 
promoted through rewards. As 
previously discussed, the links 
between KM and a reward system 
can support the employee 
replacement process by 
encouraging employees to share 
knowledge with the prospect of 
obtaining rewards.  
 Training activities are 
regarded as core knowledge-
sharing processes and are the most 
important practices initiated by 
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HRM in the KM process. Training 
is a process that directly connects 
HR personnel with other 
employees to source knowledge 
transfer, which stands at the core 
of any KM process. Training also 
has an important role to play in 
the development of the three 
dimensions of organisational 
knowledge: breadth/depth of 
knowledge, competence and 
exploratory/exploitative 
knowledge. Thus, training has an 
important role to play in 
facilitating knowledge transfer 
between the leaving employee and 
the new one. The HR managers 
were asked questions about 
training, such as the training plan 
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used for their employees, 
objectives of the training plans, 
benefits gained by developing the 
training system in the 
organisation, as well as strategies 
concerning planning and 
development for staff. Responses 
were noted, and nodes were 
linked to these responses. 
Training plans existed in some 
companies, and some plans were 
established as a result of the PA. 
Moreover, some training courses 
were conditional, given that an 
employee needs the approval of 
his or her direct manager before 
starting these training courses.  
Most HR managers said 
that the induction/orientation 
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training course must be offered by 
all companies to new employees, 
and some said their existing 
employees assist in training new 
workers. This is an important 
question to ask the HR managers 
regarding the training programs, 
especially for new staff, because 
this factor can be considered a key 
driver of knowledge sharing 
amongst employees. 
The HR managers were 
asked some questions about the 
procedures they are using to 
inform their employees about new 
policies. The documentation of 
these procedures is essential for 
both KM and for the employees. 
Documentation has strong links to 
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both knowledge storing and 
knowledge sharing. The questions 
covered the following aspects: the 
procedures used for informing 
new employees about policies, 
regulations and instructions; the 
procedures used to inform 
employees about the possibility of 
abandoning their services; and 
any procedure that may encourage 
knowledge transfer in the 
organisation. Furthermore, the HR 
managers were asked whether all 
previous procedures were 
documented. The nodes were 
simply derived based on the HR 
managers’ responses to 
procedures and regulations. Most 
HR managers answered ‘yes’ to 
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the questions, i.e. all the 
procedures are documented, and 
they mentioned some tools, such 
as email, the company’s handbook 
and even its website. Others 
attach a copy of the procedures to 
the employee contract and then 
update their employees via email. 
Moreover, most companies use 
the ‘intranet’ to communicate 
with employees. These kinds of 
tools were included in the 
literature review. 
Documentation of policies, 
regulations, and instructions is an 
important issue that not only 
benefits the company in terms of 
dealing with their employees, but 
also supports the employee 
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replacement process because the 
leaving employee will have all the 
information about the process. 
Furthermore, using knowledge 
sharing tools, such as the intranet 
or emails, supports the employee 
replacement process. 
In this section, an issue 
related to one of the main 
questions is addressed: How does 
the integration of KM and HRM 
support the employee replacement 
process? Local and non-local 
employees in the Saudi private 
sector were asked some questions 
about the employee replacement 
process currently used in the 
company in which they are 
working. They were asked 
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whether such a process existed 
and whether it was effective. They 
were also asked about the best 
way to share knowledge from 
their own perspective. They were 
asked another question about their 
opinion on whether the 
knowledge they gained whilst 
working in the company belongs 
to them or management. Finally, 
both local and non-local 
employees in each company were 
asked about the motivation tools 
needed to encourage them to 
transfer knowledge.  
These questions were 
asked to understand employees’ 
opinions regarding critical issues 
that are linked to the employee 
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replacement process and 
knowledge sharing. Furthermore, 
given that they are deemed to be 
Nitaqat stakeholders, their 
opinions would be useful for this 
study.  
The nodes were developed 
in a way that describes employee 
responses regarding four main 
areas: employee replacement 
process, the best way to transfer 
knowledge, the ownership of 
knowledge, and the knowledge 
transfer motivating tools. 
The question about the 
existence of a replacement 
process in the company resulted in 
two basic responses, namely 
existent and non-existent. The 
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effectiveness of the existing 
replacement process also resulted 
in two responses - effective and 
ineffective.  
The question about the 
best way to transfer knowledge 
resulted in three responses, 
namely adopting new 
communication tools, financial 
rewards, and training courses that 
include the leaving employee as 
an instructor. 
These methods will 
contribute to knowledge transfer 
and sharing amongst employees, 
and support the employee 
replacement process.  
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RQ3: What 
considerations 
are being made 
by the Saudi 
Ministry of 
Labor in 
relation to KM-
HRM 
integration 
before and 
during the new 
Nitaqat 
program’s 
enforcement?  
 
 What is Nitaqat? What 
are Nitaqat’s short- and 
long-term goals? 
 What are the steps that 
were undertaken before 
the implementation of 
the Nitaqat program? 
 What incentives and 
restrictions will 
companies face once 
the program is fully 
implemented? 
 Has Nitaqat relied on 
previous studies? 
 Is the Nitaqat program 
flexible or fixed? 
 How will this program 
contribute to Saudi 
 
Nitaqat 
program 
 
 Nitaqat program 
 Nitaqat’s short-term 
goals 
 Nitaqat’s long-term 
goals 
 Steps before Nitaqat’s 
implementation 
 Nitaqat’s incentive for 
companies 
 Nitaqat’s restrictions 
on companies 
 Studies before Nitaqat 
 Flexibility of Nitaqat 
 Nitaqat’s contribution 
to Saudi Arabia’s 
work environment 
 MOL initiatives  
 
This main research 
question was directly related to 
the interview with the Saudi 
Ministry of Labor. During the 
interview with the manager 
responsible for the program, a 
series of questions was asked 
regarding the links between KM 
and HRM. The interview 
questions are listed in this table, 
and a full copy of the interview 
with responses is provided in 
Appendix 2. 
 
Given that there was only 
one interview, the NVivo program 
was beneficial only in organising 
the interview under one main 
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Arabia’s economic 
environment from the 
ministry’s point of 
view? 
 What are the other 
programs or initiatives 
that have been linked to 
Nitaqat, and what are 
these links? Are they 
integrated with other 
relevant economic and 
social policies and 
initiatives? 
 How will Nitaqat work 
vis-a-vis rising 
recruitment trends? 
 MOL programs 
 Nitaqat and 
recruitment trends  
 KM strategies and 
Nitaqat 
 HRDF and Nitaqat 
 Nitaqat and the 
unemployment 
reduction strategy 
 Nitaqat and training  
 Nitaqat policies and 
targets 
 
theme but with numerous codes. 
The main theme was the Nitaqat 
program, and the codes are listed 
in this table.  
 
Each question aimed at 
achieving a better understanding 
of the new localisation program 
known as Nitaqat. This better 
understanding is fostered by 
knowing the following: its goals, 
objectives, policies, targets and 
contribution to the Saudi 
economy; steps taken and studies 
conducted before the 
implementation stage; incentives 
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 Have the ministry of 
Labor been relying on 
KM strategies in 
designing Nitaqat 
program? 
 What is the role of the 
Saudi Human 
Resources 
Development Fund in 
supporting Nitaqat 
program? 
 Is there a national 
information Centre in 
Saudi Arabia interested 
in jobs vacancy and 
jobs seekers? 
 Are there plans for 
conducting special 
training courses to jobs 
seekers to orient them 
to the jobs environment 
and other work related 
issues? 
 Is there any 
and restrictions that the 
companies might face once the 
program is fully implemented; the 
flexibility of Nitaqat; other 
initiatives and programs linked to 
Nitaqat; the program’s links to 
KM; the role of the Saudi Human 
Resources Development Fund in 
supporting Nitaqat; Nitaqat’s 
mechanism for dealing with the 
training and preparation of job 
seekers before they are employed; 
and Nitaqat and the changing 
economic conditions along with 
the availability of workers. 
 During the interview with 
the manager responsible for 
Nitaqat, he mentioned that there 
was a KM department in the 
ministry. However, after 
examining the MOL 
Organisational Structure, no such 
a department for KM was seen. 
When I asked him if I could meet 
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RQ4: What 
barriers are 
Saudi 
organisations 
facing whilst 
enforcing 
Nitaqat?  
 
Questions for the HR 
managers: 
 Has Nitaqat affected 
the expatriates in this 
organisation? 
 
 What do you see as the 
key driver of Nitaqat? 
 
 
 How will Nitaqat 
enable your 
organisation to meet its 
localisation target? 
 
 Will implementing this 
program and replacing 
non-locals with locals 
 
Localisation 
barriers 
according to  
interviews of 
HR managers 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 Barrier related to 
expertise 
 Barrier related to job 
type 
 Localisation barrier 
related to salaries 
 Localisation barriers 
related to absence of a 
need for more employees 
 Localisation barriers 
related to working hours 
 No barriers to localising 
all jobs 
 
 
 
 
 
 
This section aims to 
answer the fourth main research 
question related to that Saudi 
organisations the barriers face 
whilst enforcing the Nitaqat 
program. 
Questions were asked to 
all participants working in the 
Saudi private sector. HR 
managers were asked a direct 
question about the barriers, as 
well as some indirect questions, 
such as the key driver of the 
Nitaqat program, whether Nitaqat 
affected their non-local 
employees, how Nitaqat will 
enable them to meet the target 
percentage, whether implementing 
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enhance the 
performance of this 
organisation? 
 
 
 What are the barriers to 
the localisation of jobs 
in this organisation? 
 
 What are the benefits 
that might be gained 
from enforcing the 
Nitaqat program in the 
country? 
 
 
Questions for the local 
employees: 
 What are the effects 
 
Localisation 
barriers 
according to 
interviews of 
local 
employees 
  
 
 
 
 
 
 
 
 
 
 
 
 Job type 
 Reputation of the 
company 
 Salaries 
 Time for applying 
Nitaqat 
 Top management’s view 
of the local employees’ 
commitment 
 Trust between the top 
management and the 
locals 
 No barriers 
 Lack of expertise 
amongst the locals 
 Misunderstanding of the 
local capabilities 
 Preference for non-local 
employees over local 
Nitaqat would enhance the 
performance of the company and, 
finally, the benefits of applying 
Nitaqat for both the country and 
the company. 
The responses of the HR 
managers were used to formulate 
the nodes and sub-nodes of this 
section. In this table, the nodes for 
the barriers to Nitaqat based on 
the HR managers’ responses were 
as follows: 
 Barrier related to expertise 
 Barrier related to job type 
 Localisation barrier related 
to salaries 
 Localisation barriers 
related to the absence of a 
need for more employees 
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that you are facing 
from the 
implementation of 
Nitaqat in this 
organisation?  
 
 What are the barriers to 
the localisation of jobs 
in Saudi Arabia from 
your point of view? 
 
 
 What are the barriers to 
the localisation of jobs 
in this organisation 
from your point of 
view? 
 
 
 
 
 
 
 
 
 
Localisation 
barriers 
according to 
interviewed 
non-local 
employees 
 
employees 
 Working hours 
 
 
 
 
 
 Educational system 
outcomes that are 
unrelated to the market 
 Lack of expertise 
amongst the locals 
 Locals’ commitment to 
private sector jobs 
 Nature of the job 
 Salaries 
 Working hours 
 High cost of Saudi 
labour 
 Localisation barriers 
related to working hours 
 No barriers to localise all 
the jobs 
 
The first barrier, which is 
local expertise, was mentioned by 
three HR managers from the 
private sector of Saudi Arabia. 
One of them said, ‘The only 
barrier in my opinion is finding 
qualified locals, and this issue 
should be covered and handled by 
the MOL and the government of 
Saudi Arabia by enhancing the 
quality of the educational system 
in the country. 
We are hoping to attract 
qualified Saudis, and we are in the 
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Questions for the non-
local employees 
 What are the effects 
that you are facing 
from the 
implementation of 
Nitaqat in this 
organisation?  
 
 What are the barriers to 
the localisation of jobs 
in Saudi Arabia from 
your point of view? 
 
 What are the barriers to 
the localisation of jobs 
in this organisation 
from your point of 
view? 
 Reputation of the firm as 
a red zone company 
 Type of job 
 
 
 
 
 Nitaqat affects work 
 Nitaqat affects: 
 Job security 
 Organisational culture 
 Controlled culture 
 Work environment 
 Employee turnover 
 
 
 Organisational culture 
 Controlled culture 
 Learning culture 
process of establishing a 
comprehensive plan to cover that 
issue by attracting them and 
investing in them to obtain them 
as a qualified employees for our 
company and to achieve the best 
position as a government 
contractor and construction 
company.  
‘We are not looking for 
quantity, we are looking for 
quality’. 
As mentioned above, ‘the 
education system’ can also be 
considered a barrier but it was not 
listed under the HR managers’ 
responses because no one 
mentioned it directly. However, 
this issue was included in the non-
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 What are the benefits 
that might be obtained 
from enforcing the 
Nitaqat program in the 
country in your 
opinion? 
 
 Motivating culture 
 Structured culture 
 Tense culture 
 
 
 Nitaqat’s zone 
 Green zone 
 Red zone 
 Yellow zone 
 
 Nitaqat’s key drivers 
 Manage foreign 
labour 
 Manage the private 
sector 
 Reduce external 
remittances 
 Security affairs 
 Large number of 
locals list. 
 Seven HR managers 
considered job type as a barrier 
for localising jobs in Saudi 
Arabia. One manager working for 
a company in the transportation 
sector said, ‘The nature of the 
business or the jobs is the major 
barrier for this company. As I told 
you before, we have over 3600 
drivers, and 95% of them are non-
locals. It is really hard to find a 
Saudi who is willing to occupy 
this position as a driver’. 
As mentioned in the data 
analysis section, this issue needs 
further research to reveal the 
reasons for it and to come up with 
a list of the type of jobs that are 
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expatriates 
 Unemployment rate 
 
 
The Nitaqat program was 
introduced to everyone by the 
HR department. 
 
There were more non-locals than 
locals. 
 
 
Manipulation of the Nitaqat 
system: 
 Deceptive Saudisation 
 Non-required locals 
 Merging with another 
company 
 Employment of females 
least favoured by Saudis in the 
private sector.  
Five HR managers 
mentioned salaries as a barrier to 
localising jobs. In many responses 
this problem was linked with 
types of jobs. One HR manager 
said, ‘One of the barriers is the 
salary for some positions, which 
is under the minimum 
requirement that the MOL set for 
the Saudi employees (SAR3000), 
such as the salaries of the 
cleaners’. They said that the non-
local salary is less than SAR 
3000, and official statistics 
released by the Saudi Ministry of 
Labor in their latest statistical 
book confirmed this. A copy of 
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over males 
 Government assistance 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
the statistics was presented in in 
the executive summary at the 
beginning of this document. 
The fourth localisation 
barrier was related to the absence 
of requiring more employees or a 
sufficient number of employees in 
the company.  
One interviewee said, ‘The 
only barrier is that we as a 
company do not need more 
employees, and we are happy with 
the current number. Aside from 
that, we renewed all current 
employees’ contracts for another 
year just before Nitaqat had been 
introduced’. 
This statement raised an 
important question. Did the MOL 
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ask them to correct their situation 
immediately or did MOL give 
them time? MOL revealed that 
sufficient time was given to all 
companies before applying the 
restrictions. Furthermore, the HR 
manager from that same company 
said that they are considering 
hiring unneeded locals to move 
from the red zone to the green 
zone. I asked them about the 
meaning of ‘unneeded locals’, and 
they mentioned registering their 
names in the company’s profile. 
‘Deceptive Saudisation’ is 
considered as one method 
employed by some red zone 
companies to manipulate the new 
program policies. This issue was 
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also discussed in this document. 
The MOL is aware of this 
practice, and penalties have been 
set for companies using it. 
The fifth barrier concerned 
working hours, as mentioned by 
another HR manager from a red 
zone company, in which IT 
employees worked in shifts. The 
majority of employees are 
expatriates and single, as stated by 
the HR manager.  
This barrier is linked to 
local Saudis’ lifestyle and thus 
needs more research to identify 
how it is possible to get Saudis to 
change their attitudes and accept 
the need to work night shifts or 
shifts in general. 
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Of the 13 HR managers, 
only two said that there is no 
barrier to localising all jobs in the 
private sector of Saudi Arabia. 
However, both companies are 
located in the green zone, and 
they mentioned that the Nitaqat 
program did not affect their 
company or the non-locals who 
work for them. 
During the data collection 
phase and the interviews, many 
different topics were discussed to 
identify how to move the 
company from one zone to 
another one. Many solutions and 
ideas were proposed. The most 
notable issues involved some 
practices that a few companies use 
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to manipulate the Nitaqat 
program. These practices include 
the hiring of non-required locals 
who are not actually work but 
whose names are included in the 
system. This practice is called 
‘deceptive or fake Saudisation’. 
The ministry explained that fake 
employment is “where a business 
enlists a Saudi with the social 
security body without actually 
employing him in order to achieve 
its Saudisation quota”.  
In June 2013, the Minister 
of Labor announced that the 
department found more than 600 
firms practicing fake Saudisation. 
Hence, in January 2014, the 
Ministry of Labor prepared a draft 
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regulation that included a penalty 
for employers who were involved 
in this practice: five years 
imprisonment with a fine of up to 
10 million riyals. 
Moreover, another way to 
manipulate Nitaqat, as mentioned 
by the HR manager of a yellow 
zone company, was merging the 
company profile and its 
employees with those of a sister 
company. This placed Saudis 
working in both companies in one 
system and then linked with the 
Ministry of Labor’s database. This 
approach seemed to be a legal 
way to move from one zone to 
another zone according to the 
localisation program. This 
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practice helps the company avoid 
the penalties that it might have to 
pay for. However, this approach is 
not helping the MOL and 
Nitaqat's main aim of minimising 
the local unemployment rate. 
Furthermore, hiring a 
female person is counted as hiring 
two males, which also represented 
another way to encourage local 
companies to absorb as many 
male and female Saudis as 
possible.  
 
Localisation barriers according to 
local employees 
 
Thirteen local employees 
working for 13 companies in the 
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Saudi private sector were 
interviewed. These employees 
mentioned 11 barriers to 
localising all jobs in their 
companies or in the  
Saudi private sector in general.  
The responses were as 
follows: 
 In relation to job type, two 
local employees 
mentioned job type as a 
barrier to localising jobs in 
the country. Both said that 
they would be able to 
work in any job, but they 
know some other locals 
would not be able to work 
in specific jobs. They said 
that ‘the barriers related to 
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the locals are limited to 
their ability to work in 
specific jobs’. However, 
they also said, ‘There are 
many barriers, such as the 
lack of experience of the 
new staff and the job type, 
which might be related to 
salaries as well’. One local 
employee in another 
company mentioned that 
the lack of vocational 
schools in Saudi Arabia 
led to a situation in which 
some jobs require 
employees with certain 
experience, and the young 
Saudis would not apply for 
these jobs. Thus, 
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employers prefer to hire 
non-locals to fill positions. 
A study was published in a 
local newspaper, Arab 
News (2004). This study 
was conducted almost 10 
years ago, and 35% of 
Saudis reported that they 
did not want to have 
private sector jobs other 
than administrative ones 
(Arab News, 2004). 
Moreover, most jobs in the 
private sector are manual 
or technical jobs, and most 
Saudis will not do them. 
That study described these 
jobs as lower status jobs. 
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 The reputation of the 
company is the second 
barrier mentioned by local 
employees. This issue was 
noted by a local employee 
working in a red zone 
company. He felt that 
because of this zoning, 
local people would not 
apply for jobs in his 
company. Furthermore he 
said he is looking for 
another job because he 
was not sure about his 
future now that Nitaqat is 
being implemented. 
 
 Salary was the third 
barrier mentioned by the 
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local employees. This was 
not surprising because the 
issue was previously 
mentioned. The locals’ 
salaries are much higher 
than that of non-local 
employees. However, the 
case of salaries is not 
always about a comparison 
between locals and non-
locals. One local employee 
pointed out another aspect 
related to salaries in the 
private sector and the 
government sector. He 
said, ‘The salaries are 
considered low comparing 
to that for other jobs in the 
government. That’s why 
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the majority of locals who 
are working in this 
company believe that these 
jobs are temporary jobs 
until they find a better 
place in the government 
sector’. In an article 
published by the national 
newspaper, Saudi local 
jobseekers reportedly 
prefer government agency 
jobs to private sector jobs 
for three reasons: higher 
salaries, benefits and job 
security.  
 
Read more:  
Saudi Arabia doubles 
number of citizens in 
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private sector jobs 
http://www.thenational.ae/
world/middle-east/saudi-
arabia-doubles-number-of-
citizens-in-private-sector-
jobs 
 
 The fourth barrier was 
related to the Nitaqat 
timeframe. Some local 
employees mentioned that 
Nitaqat has a too limited 
timeframe and that MOL 
should give private sector 
companies at least five 
years to localise jobs 
before establishing 
penalties against those 
who are still in the red and 
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yellow zones. ‘I believe 
there are no barriers 
except for time because 
we are a big company. 
With the majority of 
employees working here 
being non-local, it will 
take at least five years to 
localise the jobs’. The 
MOL mentioned that 
Nitaqat’s timeframe was 
based on previous studies 
on the private market of 
Saudi Arabia. MOL also 
stated that the program is 
flexible, and companies 
affected by the program 
would be given more time 
to manage their status after 
 Page | 263 
Main research 
questions 
Interview questions Themes Nodes Memos and notes 
submitting a letter 
explaining their situation. 
The Ministry of Labor will 
study their situation and 
might give them more 
time.  
 
 Moreover, local 
employees mentioned ‘the 
top management’s view on 
the local employees’ 
commitment’ as a barrier. 
One local employee 
remarked, ‘I think the 
main barrier here in this 
company is related to the 
high management, as they 
believe that the Saudi 
youth have neither the 
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experience nor 
commitment to work in 
the private sector’. This is 
also evident in Atiyyah 
(1996), who mentioned 
that managers in the Saudi 
private sector believe that 
non-locals are easier to 
control and more 
trustworthy than local 
employees. Atiyyah 
(1996) listed some reasons 
for this in his study. 
Again, this issue requires 
further analysis to find a 
solution for this 
generalisation directed at 
local employees.  
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 Another barrier mentioned 
by the local employees 
was the ‘trust between the 
top management and the 
local employees’. This 
issue can either be linked 
to the previous point under 
the top management view 
of local employees; or it 
can be considered a 
separate problem because 
trust is an issue not only 
related to localising jobs. 
It can be considered a 
barrier to knowledge 
sharing amongst 
employees in one 
company. A local 
employee highlighted this 
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issue by saying, ‘There is 
no trust between top 
management and the 
young generation. I think 
the old management in the 
company is worried about 
the situation of this 
company, and they should 
take a risk and hire more 
Saudis and invest on them 
through training’. There is 
no research to support and 
study the issue of the 
generalisation and 
stereotyping of local 
employees in Saudi 
Arabia. However, some 
local newspapers in the 
Arabic language clearly 
 Page | 267 
Main research 
questions 
Interview questions Themes Nodes Memos and notes 
stated this issue several 
times. The only English 
document that mentioned 
it was The Economist. See 
http://www.economist.com/node/
1033986  
 
The Economist claimed 
that the issue of trust and 
prejudice regarding local 
employees ‘weakened the 
work ethic’ in the private 
sector of Saudi Arabia. 
The negative stereotyping 
of locals was quoted in 
The Economist by a Saudi 
manager, who said, ‘I 
want to hire Saudis, but 
why I would hire someone 
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who I know won’t show 
up, won’t care and can’t 
be fired?’ (The Economist, 
2002). 
 
 Misunderstanding the 
local capabilities and 
preference for non-local 
employees over local 
employees were also cited 
as barriers to localising 
jobs in Saudi Arabia. They 
can be linked to the 
previous point. One Saudi 
employee said, ‘There is 
no supervision from the 
government over each 
company, and I guess the 
barrier is related to 
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company’s owners in the 
country. They have a 
misunderstanding of Saudi 
employees’ capabilities, 
and they prefer to hire 
non-locals over them’. 
 
 Local people’s lack of 
expertise was pointed out 
by five local employees. 
One said, ‘I think the most 
important barrier is that 
the Saudi youth have no 
experience, and most 
companies are looking for 
experts or local job 
seekers with at least three 
years of experience these 
days’. This issue can be 
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divided between two main 
causes. First is the Saudi 
education system 
outcomes, as many HR 
managers mentioned that 
these outcomes are not 
linked to private sector or 
economic requirements. 
Second is the preference 
for experienced workers 
over fresh graduates or 
even over inexperienced 
job seekers. The second 
issue was discussed with 
the manager responsible 
for the Nitaqat program in 
the MOL. He said that the 
ministry is working on 
other initiatives that will 
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support Nitaqat. These 
training initiatives will 
focus on inexperienced job 
seekers amongst locals and 
matching local job seekers 
to the jobs that exist. 
 
 Working hours were also 
mentioned as a barrier. 
This does not include the 
actual number of working 
hours because the labour 
law in Saudi Arabia limits 
working hours to 48 hours 
per week, except during 
Ramadan, when it is 36 
hours. For further 
information about working 
hours, please see 
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Appendix 1, ‘Labour law 
in Saudi Arabia’. The 
working hours were cited 
as a barrier by only one 
local employee and related 
to jobs that need 
employees to work night 
shifts or weekends or 
holidays. This is because 
no bonuses or special rates 
are applied to these 
instances. The labour law 
in Saudi Arabia did not 
mention such rates, and 
this issue was discussed in 
the September 2013 issue 
of the Employment 
International newsletter.  
http://documents.lexology.
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com/8cb569f1-135d-404e-
91a0-e9bb8d6e5bc0.pdf 
viewed on 10/12/14 
 
 Finally, it should be noted 
that six local employees 
believe there are no 
barriers to localising jobs 
in Saudi Arabia. One 
person said, ‘I believe that 
there is no barrier to 
localizing all jobs in the 
country, and it is only a 
matter of a time’. 
 
Localisation barriers according to 
non-local employees in Saudi 
Arabia’s private sector 
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The interviews with non-
local employees gave rise 
to almost the same points 
discussed in the previous 
section when interviewing 
local employees.  
 
The non-local employees 
listed the barriers as 
follows: 
 
 First, education system 
outcomes are not related to 
the market or economic 
needs. The locals also 
consider this point as a 
criticism of Saudi Arabia’s 
education system. This is 
the case not only in Saudi 
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Arabia. A recent study 
about the same issue was 
conducted in 20 countries in 
Europe  (Levels et al., 
2014). The study found an 
important role for 
governments to link the 
education system with 
market needs. Moreover, 
the study illustrated the 
important role of vocational 
training and detailed how 
such training can provide a 
comparative advantage over 
general education in all 
systems. The study 
concluded that vocational 
programs have to be built 
on strong relations and lins 
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between organisations and 
educational institutions. 
Five non-local employees 
(two green zone employees, 
two yellow zone employees 
and one red zone employee) 
said that the education 
system outcomes are not 
related to Saudi economic 
realities. This generated the 
first point mentioned in this 
section, i.e. ‘the lack of 
expertise amongst Saudi 
national citizens’.  
 
 Locals’ lack of expertise 
was noted by local 
employees. However, no 
specific studies or statistics 
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are evident for the country 
in any particular field. 
Nonetheless, this aspect can 
be linked to the previous 
point because it is rooted in 
the education system. Six 
non-local employees (two 
green zone employees, two 
yellow zone employees and 
two red zone employees) 
believe that one challenge 
to localising jobs in Saudi 
Arabia is the lack of 
expertise that Saudis have. 
 
 The local’s commitment to 
private sector jobs was also 
mentioned in the section on 
interviews with locals. This 
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issue falls under 
generalisation and 
prejudice. However, four 
non-local employees (two 
yellow zone employees and 
two red zone employees) 
mentioned that the locals’ 
commitment to private 
sector jobs is questionable. 
Based on their experiences, 
they found that the Saudi 
youth need more time and 
effort to be trusted. 
 
 The nature of the job or the 
type of the job is an issue 
that was also mentioned by 
some local employees in the 
private sector. One non-
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local employee said, ‘The 
people of Saudi Arabia are 
the only barrier to localising 
jobs. I will not make a 
generalisation here, but it is 
well known that the 
majority of them are 
looking for certain jobs in 
administration. This will 
cause a huge gap in the 
other jobs that need to be 
filled with non-locals. 
Furthermore, I believe that 
the educational system in 
the country is not linked to 
the market needs’. It was 
confirmed that the Saudi 
Arabian Ministry of Labor 
failed to localise some jobs 
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in the country. These jobs 
were mentioned by Ramady 
(2010) and included jobs in 
vegetable markets or as 
cleaners. Five non-local 
employees (one green zone 
employee, two yellow zone 
employees and two red 
zone employees) said that 
the nature of the job itself is 
one of the barriers to 
localising all jobs. They 
said that some jobs in Saudi 
Arabia will not be done by 
locals because they are not 
socially desirable, such as 
drivers or cleaners.  
 
 The salaries and the high 
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cost of Saudi labour were 
presented as evidence that 
local costs and people’s 
salaries are much higher 
than that of non-locals, as 
mentioned in the executive 
summary. These two 
barriers are difficult to 
overcome because the 
country set the minimum 
wage for locals as 
SAR3000 ($800) monthly, 
and company owners prefer 
to pay less for some jobs. 
Furthermore, Ramady 
(2010) said, ‘The relatively 
high cost of Saudi 
manpower, compared to 
foreign manpower, results 
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in private sector reliance on 
imported cheap manual 
labour, deployed in labour-
intensive occupations. This 
helps private sector 
profitability despite 
government attempts to 
increase expatriate costs…’. 
This is cited as the first 
Saudisation issue in the 
private sector. The issue of 
the cost and salaries of local 
employees remains a 
critical barrier to localising 
all the jobs. It was 
mentioned under all three 
categories (HR managers, 
local employees, and non-
local employees). Five non-
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local employees (two green 
zone employees, one yellow 
zone employee, and two red 
zone employees) said that 
the main barrier to 
localising all jobs in Saudi 
Arabia is the high salaries 
paid to Saudis. This issue 
was previously made 
evident in this study. 
 
 With reference to working 
hours, a non-local employee 
said, ‘Based on my 
experience, I find that Saudi 
citizens are not willing to 
work in jobs that need 
longer hours than the 
governmental sector. They 
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prefer the public sector over 
the private sector’. This 
issue, as well as the 
comparison between the 
public and private sectors, 
was noted by Ramady 
(2010). He explained why 
Saudi national citizens 
prefer the government 
(public) sector to the private 
sector. He said, ‘There are 
several reasons for the 
preference for public jobs 
over private sector jobs, 
including the security of 
tenure for government jobs, 
a less demanding working 
environment and hours 
compared to the private 
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sector, as well as the 
relative disparity between 
public and public sector 
pay’. One employee from 
the yellow zone mentioned 
the working hours of some 
jobs as a barrier because he 
believed that Saudi national 
employees will not work 
long hours or night shifts. 
 
 The reputation of the 
company as a red zone 
company is another barrier. 
A non-local employee 
mentioned this point 
relative to the company in 
which he is currently 
working. He said, ‘In this 
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company, I think its 
reputation as a red zone 
company is the greatest 
barrier’. The status of the 
firm as a red zone company 
is queried by job seekers, 
especially after the 2013 
announcement of MOL that 
about 200,118 private 
sector companies have shut 
down because they failed to 
employ the minimum 
required number of Saudi 
nationals. See 
http://ameinfo.com/blog/finance-
and-economy/saudi-ministry-
labor-announces-200000-nitaqat-
hit-firms-close/ 
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RQ5: How can 
the integration 
of KM and 
HRM support 
the Nitaqat 
program and 
overcome the 
barriers 
hindering its 
implementation
?  
 
Questions for the MOL 
 What are the steps that 
have been undertaken 
before the 
implementation of the 
Nitaqat program? 
 
 Has Nitaqat been 
relying on previous 
studies? 
 
 Is the Nitaqat program 
flexible or fixed?  
 
 What are the other 
programs or initiatives 
that have been linked to 
Nitaqat program and 
 
 HRM and 
KM 
 
 Employee 
replacemen
t process 
 
 
 Barriers to 
localisation 
in Saudi 
Arabia 
 
 Documented procedures 
for joining work 
 Induction program 
 HR strategy  
 Staff encouragement 
 Reward system 
 Reviewing salaries 
 Retention of the 
manpower 
 PA 
 Organisational culture 
 Learning culture 
 Official letter before 
abandoning services 
 Motivation 
 Knowledge department 
 Job security 
 Job position’s planning 
 
The last main question of this 
research relates to the means for 
both the MOL and public sector 
companies to overcome the 
barriers hindering Nitaqat 
implementation.  
 
Based on the findings from the 
literature review about the links of 
KM and the role of HRM in 
successfully establishing KM, the 
answer was clear. The literature 
review about the practices of HR 
management relative to 
knowledge transfer amongst 
employees played a role in 
answering the last main question 
of this research.  
 Page | 288 
Main research 
questions 
Interview questions Themes Nodes Memos and notes 
what are these links? Is 
there any integration 
between them or with 
other relevant 
economic and social 
policies and initiatives? 
 
 Has the Ministry of 
Labor relied on KM 
strategies in designing 
the Nitaqat program? 
 
Questions for the HR 
managers in the private sector 
 
 Does this organisation 
have a documented 
vision/mission/strategy 
for the HR department? 
strategies 
 Internal system for 
informing employees 
 Documented procedures 
for workflow 
 Documented 
organisational structure 
 Clear and detailed 
contract 
 Documented procedures 
for joining work 
 Documented strategy for 
the HR Department 
 Documented HR mission 
 Documented HR vision 
 Documented HR 
objectives 
 Healthy environment 
 Future planning 
 
Some of the barriers linked to the 
implementation of the Nitaqat 
system in Saudi Arabia can be 
easily overcome in the company, 
whilst others need higher 
incentives from the government of 
Saudi Arabia. Both will be 
discussed in the next section.  
 
 
Barriers can be overcome 
internally through the HR 
departments: 
 
As discussed earlier in this 
research, the employee 
replacement process is an 
important issue that may cause a 
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 Does this organisation 
have a documented 
organisational structure 
and procedures for the 
workflow? 
 
 Is there any KM 
department or strategy 
in this organisation? 
 
 Who is responsible for 
identifying job 
vacancies? 
 
 Is there a documented 
procedure for how new 
employees join the 
workforce in the 
 Existing employee 
assistance in training 
 Authorised employment 
channels 
 Employee motivation to 
share knowledge 
 Employee development 
 Decentralisation of 
decision making for 
selecting and hiring staff 
 Awareness of the 
importance of KM for 
the company and its 
employees 
 
 
 
 
 
loss of knowledge from leaving 
employees. As previously 
mentioned, knowledge is 
considered as important 
intellectual capital for 
organisations. The HR department 
has an important role in 
transferring knowledge to new 
employees by following some 
strategies and methods linked to 
HRM’s basic activities. These 
activities include the 
documentation of all the policies 
and procedures of the HR 
department, even those linked to 
the process and procedures for 
abandoning employee services in 
the company, documentation of 
the procedures for workflow, 
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organisation? 
 
 Is there a procedure or 
policy for retaining 
high-value/high-risk 
employees within the 
organisation? 
 
 Does the organisation 
have a program for 
integrating the 
employee into the work 
environment? If yes, 
what is this program, 
and what is your 
evaluation of it? 
 
 Is there a particular 
system adopted for 
 
This section also includes the 
next nodes: 
 
The barriers from the HR 
managers’ point of view: 
 Barrier related to 
expertise 
 Barrier related to job 
type 
 Localisation barrier 
related to salaries 
 Localisation barriers 
related to the absence of 
a need for more 
employees 
 Localisation barriers 
related to working hours 
 No barriers to localising 
documentation of the 
organisational structure and 
documentation of the procedures 
for joining the workforce aside 
from clear and detailed employee 
contracts. 
HR department strategies should 
be established and linked with the 
organisation’s main business 
strategies. Using an induction 
program to train new employees 
whilst including leaving 
employees is an effective means 
to transfer knowledge among 
employees, along with the 
documented mission, vision and 
objectives of the HR department.  
 
The PAS is important because of 
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employee PA?  
 
 What is the objective of 
the PAS used in this 
organisation? 
 
 What reward system is 
in place in this 
organisation? 
 
 What is the role of the 
reward system relative 
to organisational 
culture, and how would 
you describe this 
culture?  
 
 What are the benefits of 
having a reward 
all jobs 
 
The barriers from the local 
employees’ point of view: 
 
 Job type 
 Reputation of the 
company 
 Salaries 
 Time for applying 
Nitaqat 
 Top management’s view 
on the local employees’ 
commitment 
 Trust between the top 
management and the 
locals 
 No barriers 
 Lack of expertise 
its role in knowledge transfer 
amongst employees. Establishing 
a PAS in the company can also 
aid in reviewing salaries, which 
can overcome some barriers in 
establishing the Nitaqat system, 
such as salaries in Saudi private 
sector businesses. Moreover, a 
PAS has a major role in 
determining the weak links in 
knowledge transfer and can thus 
help evaluate the knowledge 
sharing practices in the company. 
Based on this, the HR department 
can work towards improving these 
aspects to overcome the barriers 
to the Nitaqat program in the 
company. These barriers include 
those related to the absence of a 
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system, and what are its 
effects on knowledge 
transfer amongst 
employees? 
 
 What is the training 
plan for employees in 
this organisation? 
 
 What are the objectives 
of the training plan? 
 
 What is the benefit 
gained from developing 
the training system in 
the organisation? 
 
 Are there particular 
plans or strategies 
amongst locals 
 Misunderstanding of 
local capabilities 
 Preference for non-local 
employees over local 
employees 
 Working hours 
 
The barriers from the non-local 
employees’ point of view: 
 
 Educational system 
outcomes are not related 
to the market 
 Lack of expertise 
amongst locals 
 Locals’ commitment to 
private sector jobs 
 Nature of the job 
need for more employees in the 
company, job type, employees’ 
relations and commitment, trust 
and communication amongst 
employees and preference for 
non-locals over locals. 
Overcoming the previously 
mentioned barriers starts with 
determining the weak links in 
knowledge sharing and starts with 
establishing an effective employee 
PAS in the company.  
 
After determining the weak links, 
the HR department can assist in 
the retention of manpower and 
overcome barriers by including a 
rewards system and training 
sessions.  
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concerning the 
planning and 
development of the 
staff? 
 
 What are the 
procedures used for 
informing new 
employees about the 
policies, regulations 
and instructions? 
 
 What are the 
procedures used to 
inform employees 
about the possibility of 
abandoning their 
services?  
 
 Salaries 
 Working hours 
 High cost of Saudi 
labour 
 Reputation of the 
company as a red zone 
company 
 Type of the job 
 
As previously suggested in this 
study, the HR department has to 
engage leaving employees in the 
training sessions as instructors for 
the new employees, who can 
obtain the maximum benefits of 
knowledge transfer. 
 
‘Staff encouragement’ is an 
important tool that aids in 
transferring knowledge and 
overcoming many barriers, such 
as job type, salaries, view and 
trust of top management and 
misunderstanding of local 
commitments. Furthermore, staff 
encouragement by using a reward 
system and training sessions will 
lead to employee development in 
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 Are the previous 
procedures 
documented? 
 
 
 Is there a documented 
procedure that may 
encourage knowledge 
transfer in the 
organisation? 
 
Questions for both local and 
non-local employees in the 
private sector: 
 
 What do you think 
about the employee 
replacement process in 
this company? Is it 
the company. 
 
Using communication and 
advanced information 
technologies, such as emails, 
intranet, data warehouses, extranet 
or even the internet, can play a 
major role in not just transferring  
knowledge but also in the 
documentation process that can 
overcome the barrier of trust and 
communication amongst 
employees. This also may be 
useful in systematising, 
enhancing, expediting and 
establishing a knowledge 
department in companies (Alavi 
& Leidner, 2001).  
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effective? What do you 
think is the best way to 
transfer knowledge 
from a leaving 
employee to a new 
one? 
 
 Do you think that the 
knowledge you 
acquired whilst 
working in this 
company belongs to the 
firm or to you? 
 
 What are the issues that 
can help motivate you 
to transfer knowledge? 
Documentation of the strategies 
and goals of the HR department, 
including a vision and mission 
that cover future planning 
strategies for the employees 
themselves and the job positions 
in the company (as explained in 
the strategic HRM section), is an 
important method that HR 
departments can use to overcome 
barriers related to job security, 
reputation of the company and 
type of the job. 
 
These internal initiatives linked to 
the HR departments have a major 
role in motivating staff, improving 
organisational culture and 
establishing a learning culture. 
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The learning culture can aid in 
establishing a healthy working 
environment.  
 
Companies in Saudi Arabia have 
to improve their recruitment plans 
to achieve not only the degree of 
Saudisation but also to highlight 
the capabilities of new employees. 
The decentralisation of decision-
making for hiring new staff is 
better than centralisation in 
promoting knowledge transfer 
amongst employees.  
 
Using authorised employment 
channels, such as the new 
government incentives such as 
Taqa’at and Hafez and Hadaf, to 
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recruit new employees, will help 
to overcome the lack of expertise 
in the local job market. These 
initiatives prepare job seekers for 
the workforce in the following 
ways:  
 
 Taqa’at is an initiative of 
Saudi's Ministry of Labor 
where a website encourages e-
staffing to serve job seekers 
who are already enrolled in the 
‘Hafez’ initiative to work in 
the private sector. This process 
is efficient and requires less 
effort. This also contributes to 
employment through a process 
of harmonisation between job 
vacancies in the private sector 
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and job seekers. 
 
 Hadaf is another initiative that 
aims to provide qualified 
personnel to work in the 
private sector through the 
funding of programs aligned 
with the needs of the labour 
market. 
 
 Hafez is an initiative that 
supports job seekers 
financially to improve their 
chances of getting a job under 
certain rules and conditions.  
 
Using the previously authorised 
incentives, companies in the Saudi 
private sector that recruit new 
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employees can overcome the lack 
of expertise in the local market. 
 
All previous barriers linked to the 
HR department were basic 
activities, such as selecting staff, 
PAS, reward system and 
employee development system. 
These can be easily overcome by 
changing how managers deal with 
these activities or by following the 
suggested strategies of linking 
them to a KM system.  
 
The awareness of the importance 
of KM is necessary for the 
company and its employees. This 
is an important issue that private 
sector companies need to focus on 
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questions 
Interview questions Themes Nodes Memos and notes 
so they can transfer knowledge 
before losing their expert and 
experienced non-local employees.  
 
The next section will not answer 
the final main question, but it is 
worth stating here: 
 
Barriers can be overcome 
externally, outside of the HR 
departments 
 
The Saudi Arabian government 
needs to adopt a holistic HR 
strategy that includes all 
previously mentioned practices, 
such as documentation, rewards, 
appraisal system, training and KM 
strategies. These efforts should be 
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promoted as another initiative 
linked to Nitaqat to overcome 
some identified barriers.  
 
The government also needs to 
focus on improving the education 
system and linking it to private 
sector/economic needs. 
Furthermore, the government 
should improve the skills of job 
seekers. This can be achieved by 
establishing professional and 
technical institutes or by 
reforming the current system 
extensively to create a skilled 
local workforce that can compete 
with and replace the non-local 
employees for private sector jobs.  
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The country still requires many 
skilled non-local employees who 
work in the private sector, and the 
issue of applying Nitaqat in only a 
limited time was one of the 
barriers mentioned by non-local 
employees. The government of 
Saudi Arabia needs to extend the 
timeframe so the private sector 
has the chance to make Nitaqat 
work for them. The issue of 
replacing non-local employees 
with locals is sensitive and needs 
to be addressed carefully.  
One of the barriers mentioned was 
that linked to the preference for 
non-local employees over local 
employees because of such 
reasons as easier control, lower 
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employment costs and better 
skills. The Saudi government is 
already in the process of 
establishing initiatives linked with 
the Nitaqat program, such as 
Hadaf, Hafez and Taqa’at, which 
were all discussed earlier. These 
initiatives aim to change the 
perceptions of private sector 
companies to locals’ abilities and 
skills by providing well-trained 
local employees who can meet the 
needs and expectations of private 
sector employment. 
Furthermore, the Saudi Human 
Resources Development Fund 
plays a major role in supporting 
enterprises that meet the highest 
percentage of localisation by 
 Page | 304 
Main research 
questions 
Interview questions Themes Nodes Memos and notes 
paying 50% of the salaries of 
Saudis working in the private 
sector enterprises for a maximum 
of four years. This issue will 
overcome the barrier linked to the 
high cost of employing locals. 
Additionally, the Saudi Human 
Resources Development Fund is 
responsible for providing 
qualified manpower to work in the 
private sector, through programs 
that are compatible with Saudi job 
market needs. It also offers 
training programs ending with 
recruitment and training of 
national employment in non-profit 
institutions, and support for small 
enterprises through the 
rehabilitation of their owners, as 
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well as employing citizens 
released from prison. These 
initiatives will overcome many 
other problems, such as the lack 
of qualified and skilled locals, the 
views of companies’ owners 
regarding Saudis and 
misunderstanding their skills and 
capabilities.  
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5.16. Chapter Summary 
This chapter presented data and discussed the findings collected from Saudi Arabia’s private 
sector companies, and then supported it by key findings from the literature review. The 
chapter also listed the participating companies in the Saudi private sector, their place in the 
Nitaqat zones, and their economic activities. The chapter then introduced the qualitative data 
analysis software (NVivo) and demonstrated how the researcher used it in order to theme, 
code, and arrange the gathered data in a simple way, based on the understanding of the 
significance of such a software in arranging and storing the data.  
This chapter also presented and discussed the main themes that were extracted from NVivo in 
the following order: 
1. The human resources structure: This included the status of the existing aspects in 13 
companies operating in the Saudi private sector. These are documented HRD vision, 
documented HRD mission, documented HRD objectives, documented organisation 
structure, documented procedures for the workflow in the company, and the number 
of local/non-local employees in the company. 
2. The performance appraisal system (PAS): This included the status of PAS in the 
company, type of PAS, its effectiveness, and objectives of the current PAS from the 
human resources managers’ perspectives.  
3. The reward system: This included the status of the existing reward system in the 
company and its type – whether it was based on financial rewards or training rewards. 
4. Organisational culture: This is the fourth main theme discussed in this chapter and 
there were five organisational culture themes covered, namely controlled culture, 
frustrating culture, learning culture, motivating culture, and structured culture. 
5. Training: This theme covered the status of the existing employee training plans, the 
types of these training plans (whether conditional training plans or not), the objectives 
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of these training plans, and whether the existing employees assisted in training the 
new staff. 
6. Employment: This theme discussed decisions pertaining to vacant jobs and staffing, 
the employment channels that companies use, employment governmental procedures, 
status of existing procedures for joining the work, status of an existing policy to retain 
high-value or high-risk employee, and status of an existing program that integrates 
new personnel into the workplace environment. 
7. Policies and procedures: This theme covered and discussed the procedures for 
informing employees about new procedures and policies in the company, procedures 
for dismissing an employee, documented procedures for encouraging employees to 
share their knowledge, and views of the HR managers regarding the effectiveness of 
KM in developing HR procedures. 
8. Nitaqat: This program was another theme that this chapter presented and discussed 
based on the responses of HR managers. This theme covered and discussed the 
companies’ current phase with respect to the Nitaqat program, its impact on non-local 
employees in the company, problems associated with the program from the HR 
managers’ point of view, the likelihood of enhancing the company’s performance by 
replacing non-local employees with Saudis, and the key drivers and effects of the 
program according to the HR managers. The theme also discussed the ways in which 
some Saudi companies abused the Nitaqat program and procedures. 
9. Local and non-local employees and Nitaqat: This theme was based on the views of 
local employees. The theme covered and discussed many aspects such as the status of 
the company in Nitaqat zones, the impact of Nitaqat on the company and its 
employees, Nitaqat’s benefits to both the company and the country, the awareness of 
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Nitaqat regulations, the existence of an employee replacement process in the 
company, the best way to transfer knowledge, and the ownership of the knowledge. 
Finally, the chapter linked the research questions to the interview questions, the NVivo 
codes, themes, memos, and notes. These links were presented in detail in section 5.13 in 
order to support the selection of the nodes and sub-nodes for each theme and the links 
between the main themes with the main research questions. Supporting evidence for the 
selected themes and nodes was included in Table  5.13.1. This evidence takes the form of 
the researcher’s notes on a specific theme, node or documented interviewees’ opinions 
about an issue that the researcher deemed to be worthy of inclusion in the said table.  
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CHAPTER 6 CONCLUSION AND RECOMMENDATIONS  
This chapter represents the conclusion and recommendations made for this study. This 
chapter discusses the meaning of the findings and how they answer the five major research 
questions. Subsequently the chapter will discuss the recommendations for the Nitaqat 
program, followed by the contribution it makes to the knowledge and the limitations of this 
research. Furthermore, this chapter will propose suggestions for future research on this topic. 
6.1. Discussion of Main Research Findings 
The underlying foundation of this research is on the premise that the literature and 
research on KM and HRM links is in abundance with adequate discussion on the role of KM 
and HRM links in supporting the employees’ replacement process. This research addresses 
the following cores questions:  
RMQ1. What is the Relationship between KM and HRM? 
RMQ2. How can the integration of KM and HRM support the employee 
replacement process? 
RMQ3. What considerations are being made by the Saudi Ministry of Labor in 
relation to KM-HRM integration before and during enforcing Nitaqat? 
RMQ4. What barriers are Saudi organisations facing while enforcing Nitaqat? 
RMQ5. How can integration of KM and HRM support the Nitaqat program and 
overcome barriers hindering its implementation?   
These questions are discussed in detail in the next section  
6.2. What is the Relationship between KM and HRM? 
The first question of this research aimed to establish the relationship between two 
managerial fields, Knowledge Management and Human Resources Management. It is 
evident that the relationship between Knowledge Management and Human Resources 
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management is strong one. Storey and Quintas (2001, p. 344) have stated that, “It is a 
paradox that, while so many authorities and commentators on knowledge management 
(KM) have come to the conclusion that KM ultimately depends upon people, it is precisely 
the people aspect that has been the most neglected in studies in this field”. The integration 
of HR management with Knowledge Management has not been complete for various 
reasons such as a lack of studies, and because most existing studies have linked and 
related knowledge management to IT. Gourlay (2001) pointed that the HR analysts have 
been slow in making their mark in the field of Knowledge Management. Gold et al. (2001) 
mentioned that HR management should be considered as part of the infrastructure that 
supports KM activities. 
The aim of the literature review chapter was to show how strong were the links between 
KM and HRM and how they may affect and assist in the staff replacement process and 
retaining of knowledge. It was mentioned before that there is a lack of such research in the 
area of employee replacement, and no prior research has been done on a nationwide scale. 
Though HRM and KM are established management concepts, the significance of HRM in 
KM is only partly realised. Human resources are regarded as critical to organisational 
success (Ulrich, 1997), and knowledge management is regarded as the only way to provide 
a competitive advantage (Drucker, 1993).  
According to Hislop (2003) the KM literature acknowledges the importance of people 
management themes but still has not reached the next step of investigating and theorising 
the previously mentioned issues in detail. Hislop (2003) also asserts that the integration of 
KM and HRM is still not complete. Applying KM in organisations is not always 
successful and one of the biggest difficulties in its effective application of KM is that of 
changing behaviours (Ruggles, 1998). The biggest impediment to knowledge transfer was 
that of culture (Ruggles, 1998). Although organisations can facilitate creation, sharing, and 
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knowledge transfer with the latest technologies, their effectiveness in creating KM is not 
absolute (Hislop, 2003).  Barney (1991) argues that the only way to gain and sustain a 
competitive advantage using KM is related to HR management and not knowledge 
management because human resources are considered to be the most critical aspect of 
organisational success. Similarly, Wright et al. (1994) assert that human resources can be 
regarded as sustained strategic in that they are valuable, rare, and non-substitutable. 
Davenport and Völpel (2001) said that managing knowledge is equivalent to managing 
people.  
It is clear that when a company loses people is also loses knowledge, which will reduce 
the organisation’s competitive advantage. Soliman and Spooner (2000) emphasised that 
employees’ involvement, commitment, and trust in knowledge management will foster 
healthy interpersonal relationships. Influencing human resources for the process of 
knowledge sharing is important, and it strongly emphasises the role of HRM practices in 
facilitating knowledge absorption, creation, sharing, and transfer. 
Employees’ commitment to sharing their knowledge is crucial for knowledge 
management, and HR policies and practices definitely play a role in that commitment. In 
order to achieve knowledge management, organisations’ HRM strategies and practices 
should play the central role according to Marshall et al. (1996) and Shih and Chiang 
(2005). In fact, HRM strategies need to be aligned with the corporate and KM strategies in 
order to obtain and maintain the competitive advantage. Furthermore Shih and Chiang 
(2005) argued that the adoption of a proper HRM strategy and practices facilitates the 
successful implementation of a KM strategy. Their model is that a good corporation has a 
cost-leadership strategy where the KM strategy and the HRM strategy constitute a 
mechanism to minimise cost of errors, encourage results-oriented performance, good 
training, etc.   
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Organisational culture, as mentioned by Ruggles (1998), was the biggest impediment to 
knowledge transfer. A culture that promotes learning is essential for the effective 
application of KM, and HRM also has a major role in instilling the culture by facilitating 
competencies as well as knowledge creation (Lado & Wilson, 1994). Carter and 
Scarbrough (2001) emphasised the need for an organisational culture that is conducive to 
KM and promotes learning and knowledge sharing attitudes among employees. These 
cultural aspects are also related to HRM.  Guest (2002) suggested that appropriate HRM 
practices have a significant impact on generating better employee commitment and 
creating a knowledge sharing culture. Effective KM practices can help sustain 
organisations by storing necessary knowledge, which can be used even after an employee 
departs from the company (Yahya & Goh, 2002).   
Over the past decade, several studies have examined the relationship between knowledge 
management and HR management activities.  For example, Hatch and Dyer (2004) noted 
the effective management of selection and development in tandem with knowledge 
management and how they improve organisation’s performance. Moreover, Shin and 
Chiang (2005) found that HRM strategy and practices facilitate the successful 
implementation of a KM strategy. Afiouni (2007) and Lin and Kuo (2007) linked HR 
management and knowledge management as improving how well organisations function. 
Also, Edvardsson (2008) noted two different approaches to human resources management 
strategies and their impact on KM, while Brewer and Brewer (2010) recommended that 
HRM activities must focus on improving knowledge sharing processes and what human 
assets can achieve (Brewer & Brewer, 2010).  
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6.3. How can the integration of KM and HRM support the 
employee replacement process? 
The employee replacement process is an important issue because it may result in the loss 
of knowledge and as mentioned before in this thesis, knowledge is considered an 
important intellectual capital for any organisation. In attempting to acquire and transfer 
knowledge, organisations must recognise its value by understanding and appreciating it, 
and the fact that is highly people-based. Once this is recognised, business management 
should not attempt to overly control it but rather create an environment in which it 
flourishes and leads to success. As noted in Chapter 2 (section 2.16), managing knowledge 
is equivalent to managing people.  
Human resources departments and managers need to create an environment that 
maximises the creation and contribution of employee knowledge. Knowledge can be 
nurtured and developed through learning and practice. The ways in which organisations 
can imbed knowledge in their structures include encouraging employees to become aware 
of what knowledge is and its importance to where they work. The research suggested 
strategies include knowledge management and HRM strategies that support the employee 
replacement process and retaining vital knowledge so that employee turnover is not 
damaging. HR departments should follow the following strategies:  
 Documenting the vision, mission and objectives of the Human Resources 
Department and linking them to the company’s vision, mission and objectives so 
that company goals are being achieved.  
 Documenting the organisation structure and job processes for all positions. 
 Establishing a Strategic Human Resources Development Plan that includes a 
strategic management of all HR activities in order to achieve not only the 
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objectives of the HR department but also the organisation. It means utilising the 
knowledge and skills of individual employees. 
 Designing and implementing tools, processes, systems, structures, and cultures to 
improve the creating, sharing, and use of knowledge in order to enhance the 
company performance. 
 Developing a learning strategy in the organisation and linking it with the business 
strategy  
 Developing the information system and technology strategy in order to serve and 
support the learning by developing processes for defining, creating, capturing, 
sharing, and acting on knowledge 
 Adopting and creating a learning and knowledge sharing culture by making a 
visible connection between sharing knowledge and practical business goals. 
 Enhancing communication between the employees in company so that effective 
knowledge sharing occurs. 
 Adopting four characteristics of a successful learning organisation (Mills and 
Friesen, 1992). These are: “First, the organisation should possess mechanisms that 
allow learning transfer from an individual to the group. Second, the organisation 
must make a commitment to knowledge. Third, the organisation must have a 
mechanism for renewal within itself. Fourth, the organisation should possess an 
openness to the outside world”. (Page 155-156). 
 Developing and sustaining a knowledge-and-innovation-centric culture, accessing 
tacit knowledge, securing trust and commitment, handling non-traditional 
employees, and handling the organisational vulnerabilities arising out of a heavy 
dependence on key knowledge workers.  
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 Adopting a decentralised decision strategy in the selection stage which includes 
more than one individual making decisions and providing direction for the 
vacancies in the company. 
 Adopting a selection strategy that includes the leaving employee to participate in 
interviewing and selecting stage for the new one “Person to Person fit” to ensure 
compatibility so that knowledge and experiences are shared smoothly. 
 Adopting a suitable performance appraisal system in the company to measure the 
employee’s performance and enhance the knowledge creation and sharing process.  
 Establishing training strategy for each employee and position in the company and 
link them to both reward and performance appraisal systems. 
 Adopting a documented reward system in the company and linking it to the 
performance appraisal system in order to motivate employees to share knowledge 
and develop learning  
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6.4. What considerations are being made by the Saudi Ministry of 
Labor in relation to KM-HRM integration before and during 
enforcing Nitaqat? 
The answer of this question was based on two main aspects. Firstly, the interview with 
Nitaqat’s responsible manager in the Saudi Ministry of Labor. Secondly, the published 
documents about Nitaqat by the Saudi Ministry of Labor.  
Nitaqat aims to stimulate enterprises in the kingdom of Saudi Arabia to Saudisation 
(increasing the percentage of Saudis working in them), as it determines the new rates of 
Saudisation and applying them for all private sector enterprises. Further it linked the 
required Saudisation rates with a matrix of incentives and facilities that had to be 
implemented. 
Nitaqat divided the private sector enterprises into four zones which have achieved 
reasonable and acceptable rates of localisation, The enterprises that were located in the 
yellow and red zone did not employ any or enough Saudis, or the Saudisation rate was less 
than acceptable, and this situation had to be corrected in order for companies to move into 
the green and excellent zones. However, some companies stated that they were not given 
enough time to rectify this situation. 
The firms that engaged with Nitaqat and within the excellent and the green zones were 
provided with a package of facilities and motivations by the MOL, making it easier for 
them to deal with their employees and workers’ unions. The Nitaqat program aims to 
create a much better balance between hiring a foreign worker and a Saudi worker by 
raising the cost of maintaining foreign workers in the red and yellow zones. Nitaqat served 
as a monitoring tool for the Saudi labour market and to reduce the unemployment rate of 
local people. 
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As the MOL stated, Nitaqat meets the directives of the government with regard to finding 
employment opportunities for Saudi Arabia’s citizens, and to meet the needs of two 
important stakeholders, business and the government. However, interviews with people in 
the private sector and the analysis of archival documents revealed that some red and 
yellow zone companies found a way to manipulate the Nitaqat program by including 
locals on their payroll systems in what is commonly known as “delusive or fake 
Saudisation”. Nonetheless the Ministry of Labor focuses on the quality factor in their 
systems in order to achieve the country’s current economic development plan, which states 
the need to expedite the growth and development of Saudi human resources in both quality 
and quantity.  
However, during and after the implementation of the Nitaqat program, the Ministry of 
Labor measured its success and impact on the treatment of Saudi labour market 
distortions, and the fact that it has resulted in more than 600,000 people finding 
employment in less than two years. With reference to other aspects of the Nitaqat 
program, the ministry launched the Nitaq program for individuals, which guarantees 13 
weeks’ work for a Saudi citizen in the private sector and is linked to the Saudi social 
insurance scheme. 
The Nitaqat program took into account many previous studies and strategies that were 
about Knowledge management and Human Resources management such as the 
Saudisation Initiative that was announced in 2005 and aimed to reduce the unemployment 
rate in the country but not then known as Nitaqat. Another one was the recruitment 
strategy in 2009 that aimed to organise employment recruitment plans. On this theme, 
Nitaqat was discussed in more than thirty workshops before it was approved by the 
government, and these workshops included economists, businesspeople and investors, 
advisers and jurists to ensure all legal issues had been accounted for. 
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Following the launch of Nitaqat, the Ministry of Labor linked the program to others such 
as Taqa’at which was established to encourage e-staffing in order to serve job seekers who 
already enrolled in the "Hafez" initiative and to find a job in the private sector. Hadaf was 
another initiative that aimed to provide qualified manpower to work in the private sector 
through funding of programs aligned with the needs of the labour market, Furthermore 
there was Hafez, an initiative to support job seekers financially in order to enhance their 
chances of getting a job under some rules and conditions. The Ministry of Labor also 
developed mechanisms of recruitment through a number of “recruiting and leasing 
employees” schemes.  The aim was to provide an easy way to employ people in a flexible 
manner. 
The Saudi Human Resources Development Fund played a major role in supporting 
enterprises that meet the highest percentage of Saudisation by paying 50% of Saudi 
employees’ salaries for a period of 4 years. This fund is responsible for providing qualified 
manpower to work in the private sector, through programs that are compatible with the 
Saudi labour market needs, offer training programs and support for small enterprises 
through the rehabilitation of their owners, as well as to run released citizens from prison. 
The MOL also intensified partnerships between both the public and private sectors in the 
field of vocational training. The ministry aims to encourage strategic partnerships in the 
provision of training based on the needs of employers, in order to increase the current 
carrying capacity of traineeships in the next decade, from 10,000 to 200,000 students.  
The Ministry of Labor has established recruitment centers in order to register job seekers 
and provide advice to them and to identify gaps in current capacity and skills, and to 
determine the best qualified people to fill vacancies. The government aims to encourage 
creative partnerships between the public and private sectors in carrying out this role. Part 
of this has been the launching of the “virtual job market" online that is now accessible to 
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any job seeker who has an Internet connection. Moreover, the ministry is striving to 
provide online training (remote training) in the form of training modules for job seekers. 
Finally, the Ministry of Labor is seeking to develop a system of labour inspection in Saudi 
Arabia to ensure full compliance with regulations and to enhance transparency. The 
ministry is collaborating with the International Labor Organisation (ILO) to this end. 
6.5. What barriers are Saudi organisations facing while enforcing 
Nitaqat? 
 
The interviews were conducted with 39 participants in Saudi Arabia’s private sector 
companies. The researcher categorised the barriers according to HR managers, local 
employees and non-local employees. 
 
6.5.1. Barriers mentioned by the HR managers 
According to the HR managers the major barriers are the following: 
 barrier related to the Expertise 
 barrier related to Job Type 
 localisation barrier related to Salaries 
 localisation barriers related to Non-required Employees 
 localisation barriers related to Working hours 
 
6.5.1.1. Barrier Related to the Expertise 
This barrier was noted by three HR managers in the private sector of Saudi 
Arabia. One said, “The only barrier in my opinion is finding the qualified locals 
and this issue should be covered and handled by the MOL and the government 
of Saudi Arabia by enhancing the quality of the education system in the 
country”. Another HR manager stated, “We are hoping to attract the qualified 
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Saudis and we are in the process of establishing a comprehensive plan to cover 
that issue form attracting them and investing in them in order to obtain them as 
a qualified employees for our company”. The third HR manager commented, 
“We are not looking for quantities, we are looking for qualities”. This barrier 
was also linked to another issue and this is the education system in Saudi Arabia 
and what it produces. The private sector needs capabilities that will be discussed 
later in this chapter.  
 
6.5.1.2. Barrier Related to Job Type 
Some private sector jobs were less appealing to local job seekers for several 
reasons, for example not wanting to be cleaners, drives or servants. Seven HR 
managers considered “the job type” as a barrier for localising all jobs in Saudi 
Arabia. One manager in the transportation sector said, “The nature of the jobs is 
the major barrier for this company. As I told you before we have over 3600 
drivers and 95% of them are nonlocals. It is really hard to find a Saudi who is 
willing to occupy this position as a driver”. Another HR manager remarked, 
“The nature of the jobs is the main barrier to localise all the jobs. It is hard to 
find Saudis who are happy to work as builders, plumbers or electricians”. Then 
another HR manager asserted, “Some jobs cannot be occupied with locals due 
the type of it or due to the low salary of the jobs such as the cleaners”. It is 
evident that some HR managers were over-generalising the situation and there 
are Saudi national citizens who do work as drivers, cleaners, builders and 
electricians. However, and as it was mentioned in the data analysis section, this 
issue needs further research about Saudi citizens’ favoured jobs in the private 
sector.  
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6.5.1.3. Barrier related to Salaries 
The third barrier noted by Human Resources managers were the high salaries of 
Saudi citizens and this was cited by five respondents. One HR manager said, 
“One of the barriers is the salary for some position which is under the minimum 
requirement that the MOL set for the Saudi employees (SR3000) such as the 
salaries of the cleaners”. Another HR manager said, “Some of the non-locals 
salary is less than SR 3000” which is the minimum wage that set by the 
Ministry of Labor for Saudi job seekers. It was confirmed from official statistics 
for 2013 released from the Saudi Ministry of Labor that the locals’ wages were 
higher than those of foreign workers. A comparison of these wages is shown 
previously in Table  5.10.2.  
 
6.5.1.4. Barrier related to Non-required Employees  
Companies are not always looking to hire more people and this is a barrier in 
that not all Saudis will be employed.  One HR manager said, “The only barrier 
is that we as a company are not looking to hire more employees and we are 
happy with the current number of them. Beside that we already renewed all the 
current employee’s contracts for another year just before Nitaqat had been 
introduced to us”. This statement raises an important question. Does the MOL 
ask them to correct this situation immediately or gave them more time? The HR 
manager at that same company said that they are considering hiring locals they 
do not actually need simply to move from the red zone to the green zone. The 
HR manager was asked about the meaning of “unneeded locals” and the answer 
was: “It means to just register and include their names in the company’s payroll 
system that is linked to the Ministry of Labor database”. Thus, delusive 
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Saudisation as discussed earlier in this thesis is considered to be a way for some 
red zone companies to manipulate the Nitaqat program. The MOL is aware 
about this practice and has recently established penalties for those companies 
who are manipulating the Nitaqat program database. 
 
6.5.1.5. Barrier related to Working hours 
This was mentioned by one HR manager working for one of the red zone 
companies. The HR manager said, “In this company, we have a department 
which includes employee working night shifts for supporting IT applications 
and systems. The majorities of our employees who are working in the night 
shifts are expatriates and singles”. This barrier is linked to the locals’ lifestyle 
and also it should be investigated to identify the local people’s views about 
working night shifts in particular. 
 
Note, only two HR managers stated that there is no barrier to localising all jobs in the private 
sector in Saudi Arabia. It should be noted that these two HR managers did work in green zone 
companies.  
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6.5.2. Barriers mentioned by local employees 
Thirteen local employees were interviewed and they noted eight barriers to localising 
jobs in the Saudi private sector: 
 The job type 
 The reputation of the company  
 Salaries 
 Nitaqat’s timeframe 
 Top management's view of local employees’ commitment. 
 Trust between the top management and local employees 
 Lack of expertise in locals 
 Working hours 
 
6.5.2.1. The Job Type  
The first barrier mentioned by the local employees was job type. Two local 
employees said they would be able to work in any job because the locals would 
not want to work in specific jobs. One local employee said, “The barriers related 
to the locals are limited to the ability of the locals towards working in specific 
jobs”. The other local employee commented, “There are many barriers such as 
the lack of the experience in the new joiners and the job type that might depend 
on the salaries or the job position”.  
One local employee mentioned that the lack of vocational schools in Saudi 
Arabia led to that situation where some jobs need certain expertise but young 
Saudis will not apply for them so employers will simply hire non-locals. A 
study that was cited in a local newspaper found that 35% of Saudis reported that 
they did not want a private sector job except those that were of an administrative 
nature (Arab News, 2004). Moreover, some of the jobs in the private sector need 
technical capabilities. 
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6.5.2.2. The Reputation of the Company 
This barrier was mentioned by one local employee who is working in a red zone 
company and he considered the reputation of the company to be a barrier for 
localising all jobs in Saudi Arabia. He said, “The Saudis job seekers would not 
apply for jobs in this company”. The same employee answered another 
interview question and he said, “I am looking for another job because I am not 
sure about my future and the future of this company after applying Nitaqat in 
the country”.    
6.5.2.3. Salaries 
It was not surprising that salaries of locals are mentioned again as a barrier to 
implementing Nitaqat. A local worker’s salary is much higher than that of a 
non-local employee in Saudi Arabia. However, the case of the compression 
between local and non-local wages is not always the case in the Saudi private 
sector. One local employee compared salaries in the private sector and those in 
the governmental sector. He remarked, “The salaries are considered low 
comparing to other jobs in the governmental sector and that’s why the majorities 
of locals who are working with this company believe that these jobs are 
“temporary jobs” until they find a better place in the governmental sector”. The 
National Newspaper reported that Saudi jobseekers prefer government jobs over 
the private sector jobs for three reasons: higher salaries, benefits and job 
security (The national newspaper, 2014). 
6.5.2.4. Nitaqat’s Timeframe  
This barrier is the time that the MOL set for applying the Nitaqat program. 
Some local employees mentioned that Nitaqat has a limited timeframe and the 
MOL should give private sector companies at least 5 years to localise jobs 
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before setting penalties for those companies still in the red and yellow zones. 
One local employee said, “I believe there is no barriers expect the times because 
we are a big company with the majorities of employees who are working here 
are not local and it will take at least 5 years to localise the jobs”. The MOL 
stated that the Nitaqat timeframe was based on previous studies on the private 
sector in Saudi Arabia and designed to be flexible. Companies affected by the 
program would be given more time to manage their Saudisation status after 
submitting an official letter to the Ministry of Labor explaining their situation. 
6.5.2.5. Top Management’s view of Local Employees’ Commitment  
One local employee said, “I think the main barrier here in this company is 
related to the top management view as they believe that the Saudi youth have 
neither experiences nor commitment to work in the private sector”. This echoes 
the view of Atiyyah (1996) in that he mentioned that Saudi private sector 
managers believe that non-locals are easier to control and trust than local 
people. This issue needs further study to explain why this happens and to find a 
good way to change the mindset of local Saudis.  
6.5.2.6. Trust between the top management and local employees 
This issue is linked to the previous one in that trust is not only related to 
localising jobs but is also a hindrance to knowledge sharing generally. A local 
employee pointed this issue by saying, “There is no trust between top 
management and the young generation. I think the old management in this 
company worried about the situation of the company and they should take a risk 
and hire more Saudis and invest on them by training”. No research has been 
done yet on the issue of such a generalised view of local employees in Saudi 
Arabia. However, it was clearly mentioned several times in some local 
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newspapers such as The Economist. The latter claimed that the issue of trust and 
prejudging local employees “weakened the work ethic” in Saudi Arabia’s 
private sector. The negative stereotype view of locals was echoed by a Saudi 
manager who said, “I want to hire Saudis, but why I would hire someone who I 
know won’t show up, won’t care and can’t be fired?” (The Economist, 2002). 
6.5.2.7. Lack of expertise in locals 
This barrier was explained by five local employees. One commented, “I think 
the most important barrier is that the Saudi youth have no experience and most 
of the companies are looking for experts or local job seekers with at least 3 
years of experience on these days”.  This issue has two main causes and these 
are: the Saudi educational system outcomes in that many HR managers claim 
the education system outcomes are not linked to private sector jobs; the other 
cause is the preference of experience over fresh graduates or even over 
inexperienced job seekers. The second issue was discussed with the manager 
responsible for the Nitaqat program and he said that the Ministry of Labor is 
working on other initiatives to support Nitaqat such as training for 
inexperienced local job seekers in order to match job requirements. 
6.5.2.8. Working hours 
This barrier does not refer to the actual number of working hours per week 
because the labour law in Saudi Arabia determines the working hours as being 
48 hours maximum per week except during the month of Ramadan month when 
36 hours per week for work is stipulated (see Appendix 1). Working hours in 
this section is related to night shift jobs or working on weekends or holidays as 
there are no bonuses or special rates for them and the labour law in Saudi 
Arabia does not mention them. This issue was mentioned by (Ford & Khoja, 
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2013) in the Employment Immigration and Pensions International 
newsletter, September 2013.  
 
Note, it should be mentioned here that 6 local employees believe that there are no barriers to 
localising all jobs in Saudi Arabia. One person remarked, “I believe that there is no barrier to 
localise all jobs in the country and it is only a matter of time”. 
 
 
6.5.3. Barriers mentioned by non- local employees 
Thirteen non-local employees were interviewed and they stated there were seven 
barriers to localising jobs in the Saudi private sector. The barriers are as follows: 
education system outcomes; lack of expertise in locals; local employees’ commitment 
to private sector jobs; type of job; and high cost of Saudi labor. 
6.5.3.1. The Education System Outcomes 
This problem was mentioned by five non-local employees. They claimed that 
the educational system outcomes are not relevant to the Saudi job market and 
this is echoed in a recent study done on 20 countries in Europe (Levels et al., 
2014). The study found that governments must link the education system to 
market needs. Moreover, the study illustrated the important role of vocational 
training and how it can provide a comparative advantage over general 
education. Moreover, the study concluded that vocational programs have to be 
built on strong relationships and links between businesses and educational 
institutions.  
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6.5.3.2. The Lack of Expertise in the Locals 
This barrier was mentioned by six non-local employees and echoes what local 
employees stated earlier in this chapter. However, there are no specific studies 
on the required expertise in each field in the country. Moreover, it can be also 
linked to the previous point as it is based on the education system in the country.  
6.5.3.3. Locals’ commitment to private sector jobs 
This barrier was cited by four non-local employees and had been documented in 
the interviews with local employees. 
6.5.3.4. Type of the job  
This barrier was suggested by five non-local employees and echoed what local 
employees stated earlier. One non-local employee said, “The people of Saudi 
Arabia are the only barrier for localising jobs. I am not making a generalisation 
here but it well known that the majority of them are looking for certain jobs in 
administration or so. This will make a huge gap in the other jobs that need to be 
filled with the non-locals. Further I believe that the education system in the 
country is not linking to the market needs”.  It was stated previously that the 
Saudi Arabian Ministry of Labor failed to localise some jobs. Ramady (2010) 
mentioned some of these jobs such as jobs in the vegetable markets and 
cleaners.  
6.5.3.5. The high cost of Saudi labor 
Five non-local employees mentioned this problem and it was concluded that 
local workers cost more than foreign ones in Saudi Arabia.  The government set 
a minimum monthly wage for locals at SAR3000 ($800). Ramady (2010) stated, 
“The relatively high cost of Saudi manpower, compared to foreign manpower, 
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results in private sector reliance on imported cheap manual labour, deployed in 
labor-intensive occupations” (p. 368). The issue of local employees’ wages was 
noted by HR managers, local employees and non-local employees as being a 
major problem when employing Saudis.  
6.5.3.6. Working hours 
This barrier was noted by two non-local employees in the private sector. One 
commented, “Based on my experience I find the Saudi citizens are not willing to 
work in jobs that needs longer hours than the governmental sector. They do 
prefer the public sector over the private sector”. This issue and a comparison 
between the public sector and private sectors were presented in Ramady (2010), 
who noted the reasons why Saudi citizens prefer working for the government 
and not private sector organisations. According to Ramady (2010), “There are 
several reasons for the preference of public jobs over private sector jobs, 
including the security of tenure for government jobs, a less demanding working 
environment and hours compared to the private sector as well as the relative 
disparity between public and public sector pay” (P. 383). 
6.5.3.7. The reputation of the company 
The seventh barrier as noted by one non-local employee was company 
reputation.  One employee mentioned this problem in relation to of the issue of 
localising jobs and he said, “In this company I think the reputation as a red zone 
company is the greatest barrier”. The future of the red zone companies is 
questionable for job seekers especially after the MOL’s announcement in 2013 
that over 200,000 private sector companies closed down for not having the 
required number of Saudi workers (MOL, 2013).  
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6.6. How can integration of KM and HRM support the Nitaqat 
program and overcome barriers hindering its implementation?   
This is the last major question asked in this study about how the MOL and public sector 
companies can overcome the barriers hindering Nitaqat implementation. The findings 
were based on the literature review about how Knowledge Management and Human 
Resources Management can establish knowledge retention. Some challenges linked to the 
implementation of Nitaqat in Saudi Arabia can be easily overcome by updating HR 
activities and the government providing incentives to companies, and these themes are 
discussed in the next section.  
 
6.6.1. Barriers can be overcome by Human Resources activities 
As it was discussed earlier in this research, the employee replacement process is an 
important issue that may cause loss of knowledge which is considered to be an important 
form of intellectual capital for organisations. HR departments have an important role to 
play in the transfer of knowledge to a new employee and this means changing basic 
activities. All policies and procedures of the HR department need to be updated regarding 
workflow, organisational structure, employment practices, contracts, etc. Establishing HR 
department strategies and linking them to the organisation’s main strategies, requires 
ensuring that the induction program is effective in transferring knowledge between 
employees, and is in line with the mission, vision and objectives of the HR department. 
Furthermore, the performance appraisal system is important in establishing a link to 
knowledge transfer between employees. It requires reviewing people’s salaries and 
workplace functioning, and this can overcome some barriers to establishing Nitaqat in 
Saudi private sector businesses. The performance appraisal system also has a major role in 
determining the weak links in the transferring of knowledge and to evaluate sharing 
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practices based on what the HR department can utilise to overcome barriers in the Nitaqat 
program. These challenges include job type, employees’ relationships and commitment to 
the company or organisation, trust between employees and communication between 
employees and preference of non-local over local workers.  
After determining any weaknesses in the PA system, the Human Resources department 
can assist in the retention of the manpower by advising on a rewards system and training 
sessions for workers.  As was suggested in this study previously, to obtain the maximum 
benefits of transferring knowledge, the Human Resources department needs to engage 
leaving employees in the training sessions as instructors for new employees. On this 
theme, “Staff encouragement” can assist in transferring knowledge and assist senior 
management to better understand local workers’ commitment to the business. Staff 
encouragement via a good reward system and training sessions and courses will lead to 
employees’ development in the company. 
Using advanced information technologies can play a major role in not just transferring 
knowledge but also in the documentation process where issues of trust and communication 
with employees may arise. IT can systematise, enhance, expedite and establish knowledge 
department (Alavi & Leidner, 2001).  IT serves as an important method for HR 
departments to solve knowledge retention barriers that refer to job security, reputation of a 
company and type of job. 
Companies in Saudi Arabia have to improve their recruitment plans in order to achieve not 
only the needed Saudisation rate but also to focus on the capabilities of new employees. 
Decentralisation of decision-making for selecting and hiring new staff as discussed in the 
literature review, is better than centralisation because it makes it easier to retain 
knowledge from an ex-employee to a new employee.  
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6.6.2. Barriers can be overcome by the Government of Saudi Arabia 
Saudi Arabia’s government needs to adopt a holistic HR strategy that includes all better 
developed processes of documentation, rewards, performance appraisal, training, KM 
retention and linking Nitaqat to other employment-related strategies. The government 
must also aim to improve the education system link qualifications to private sector needs.  
This can be done by establishing professional and technical institutes or reforming the 
current ones extensively in order to create a skilled local workforce that can compete and 
replace non-local employees’ skills in the private sector.   
Saudi Arabia will still require many skilled non-local workers in the private sector and the 
issue of applying Nitaqat within a narrow timeframe has been noted by non-local workers. 
The government needs to extend the timeframe so that the private sector has the time and 
opportunity to replace non-local with local employees in a careful and sensitive way.   
There is a preference for non-local workers because they are easier to manage, cost less, 
and are more skilled. The Saudi government is in the process of overcoming these 
problems by establishing initiatives linked with Nitaqat such as Hadaf, Hafez and Taqa’at 
which have all mentioned previously. These initiatives aim to change the perceptions of 
private sector companies by providing training, skills and good attitudes to local people 
who need to be realistic about private sector jobs and expectations.  The Saudi Human 
Resources Development Fund plays a major role in supporting enterprises that meet the 
highest percentage of the localisation of jobs by paying 50% of the salaries of Saudis 
working in private sector enterprises for a maximum period of 4 years. This fund is also 
responsible for providing qualified manpower to work in the private sector, through 
programs that are compatible with the Saudi's labour market needs, and it offers training 
programs that result in recruitment of people working for non-profit institutions, even 
those citizens who have been in jail.  
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6.7. Research Contributions   
This research contributes to the knowledge in various ways. Firstly, it has created new 
knowledge on the subject of KM and HRM. Secondly, KM and HRM have been explained in 
terms of they support the employee replacement process. Thirdly, it has generated a better 
understanding of the Saudi Arabia’s localisation program known as Nitaqat and related 
initiatives. Fourthly, we now understand the barriers or problems that can hinder the 
implementation of Nitaqat. Fifthly, this research creates opportunities for not only the 
government of Saudi Arabia but also educators and training providers to benefit from it in 
improving both of curriculum development and the offering of continuing professional 
development programmes. Finally, the Saudi Arabian government and private sector 
companies in the country will understand better how the Nitaqat program needs to be 
implemented with reference to KM and HR management. 
6.8. Limitations  
This research investigated the Nitaqat program in Saudi Arabia and how Knowledge 
Management and Human Resources Management links can assist employee replacement 
process. While it documented some issues and highlighted the relationships between KM and 
HRM in terms of sustaining needed knowledge, it did not employ a multi-methodological 
approach to analyse the complexity inherent in this scenario. 
6.9. Future Researches and Recommendations  
Future studies should build on the strategies described and explained here with reference to 
knowledge retention and HR systems, and analyse the drivers and barriers in more detail and 
not only in private sector companies. The benefits of Nitaqat as presented in this research 
could be used for making the case that businesses need to invest in knowledge retention 
systems and strategies. Many new avenues for further research could be the following: 
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 Further analysis of other initiatives like the Nitaqat program and their impact on the 
private sector in Saudi Arabia. 
 Much deeper research on the efficiency of the suggested 15 strategies and their role in 
transferring knowledge. 
 An exploration and detailed study on the jobs or professions that Saudi national 
citizen do not want, and the impact of having foreign workers execute those roles.  
 A study of the current Saudi education system outcomes and how they are or are not 
linked to private sector requirements. 
 Analysing the professional and technical institutes in Saudi Arabia and their ability to 
meet the current demands of the Saudi job market. 
 A detailed study on the economic impacts of the Nitaqat program on each industry in 
the Saudi private sector. 
 Evaluating if the findings are applicable to Saudi Arabia’s neighbours, particularly 
those countries in the Gulf Cooperation Council (GCC). 
 
6.10. Chapter Summary  
This chapter has discussed and concluded the major findings with reference to the five 
major research questions that were identified in Chapter 1. The chapter states that this 
thesis has enhanced the body of knowledge in the area of Knowledge Management and 
Human Resources Management. The contributions and the limitations of the research were 
articulated, and the possibilities of further research or analysis on this topic were outlined. 
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 Appendix 1 The employment law in Saudi Arabia from the Ministry of 
Labor  
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Employment law in Saudi Arabia 
The labor regulation is the main Saudi Arabian statute that controlling the employee and 
employer relationships. The labor regulation was declare in September 2005 and the 
application of it was in the mid of 2006. This new regulation came to support and explains 
some of the old regulation’s detail that was calls “the labor and workmen regulation” that 
took in place since 1969 “Royal Decree No. M/21 dated 6 Ramadan 1389 (15 November 
1969). 
Decision of the Council of Ministers No. 745, dated 23/24 Sha'ban1389 (3/4 November 
1969)”. The new regulation made some changes in the details of the old legislation. However, 
the main framework remained the same 
.http://www.saudiembassy.net/about/country-information/laws/Labor_and_Workmen_Law-
1of4.aspx. 
The complete employment law can be accessed from the previous link. 
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Appendix 2 Saudi Arabia Ministry of Labour interview questions 
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MOL questions  
1- What is Nitaqat? What are Nitaqat’s short-and long-term goals?  
2- What are the steps that have been undertaken before the implementation of 
Nitaqat program? 
3- What kind of incentives and restrictions will companies face once the 
program is fully implemented? 
4- Is it true that because of Nitaqat all expatriates stay in Saudi Arabia is now 
limited to 6 years only? 
5- Have Nitaqat been relying on previous studies? 
6- Have all private sector’s enterprises and organisations linked to the Ministry 
of Labour database? 
7- On what basis companies are assessed and distribution in the Nitaqat? 
8- Does Nitaqat program linked with another databases? What are they? 
9- Does Nitaqat program flexible or fixed? 
10- Does the program will export the workers who have spent six years in 
Saudi Arabia who already working in the red zone companies?  
11- How this program will contribute to the Saudi Arabia’s working 
environment in the ministry point of view? 
12- What are the other programs or initiatives that have been linked to 
Nitaqat program and what are these links? Is there integration between them 
or with other relevant economic and social policies and initiatives? 
13- How will Nitaqat work vis-a-vis the rising recruitment trends? 
14- Are there any statistics can be providing in assisting this study? 
15- Are there any exceptions for the red zone employees? 
 Page | 363 
16- Have the Ministry of Labor been relying on KM strategies in designing 
Nitaqat program? 
17- What is the role of the Saudi Human Resources Development Fund in 
supporting Nitaqat program? 
18- Is there a national information Centre in Saudi Arabia interested in jobs 
vacancy and jobs seekers? 
19- Are there plans for conducting special training courses to jobs seekers to 
orient them to the jobs environment and other work related issues? 
20- Is there any formulation of realistic policies and targets by the Ministry of 
Labour, "taking into account changing economic conditions and the 
availability of workers"? 
21- Are there inspection committees for reviewing the performance of the 
private sector’s companies and to update the the Ministry of Labour 
databases? How many? And what is the mechanism of their action? 
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Appendix 3 HR manager interview questions 
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1. HR Structuring 
 
1.1. Has this organisation got a documented vision/ mission/ strategy for HR 
Dept.?  
1.2. Has this organisation got a documented organisational structure and 
procedures for the workflow? 
1.3. Is there any KM department or strategy in this organisation? 
1.4. What are the links between KM and HRM in your opinion? 
 
2. Employment: 
2.1. Who is responsible to identify the vacant jobs? 
2.2. How the attraction & recruiting of employees and employment process take 
place in this organisation? 
2.3. Are you as an organisation implementing the recruiting procedures of the 
Ministry of Civil Services or the Ministry of Labor’s procedures? 
2.4. Is there a documented procedure for joining the work by new employee in 
the organisation? 
2.5. Is there procedure or policy to retain High Value/High Risk employees within 
the organisation? 
 
2.6. Have you got a program for integrating the employee within the work 
environment? If yes, so what is this program and what is your evaluation for it? 
 
2.7. What is the percentage of non-locals in this organisation? 
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3. Performance Appraisal: 
3.1. Is there a particular system adopted for employees’ performance appraisal?  
3.2. What is the objective of the performance appraisal system that used in this 
organisation? 
3.3. Based on your opinion, to what extent you consider the effectiveness of the 
performance appraisal system that used in the organisation? 
4. Reward system: 
4.1. What reward system is in place in this organisation? 
4.2. What is the role of reward system on organisational culture in this 
organisation and how you describe this culture?  
4.3. What are the benefits of having a reward system and what are the effects on 
transferring knowledge between employees? 
5. Training: 
5.1. What is the training plan for employees in this organisation? 
5.2. What are the objectives of this plan? 
5.3. What is the benefit that gained by developing the training system in the 
organisation? 
5.4. Are there particular plan or strategies concerning planning and development 
for the staff? 
6. Policies & Procedures: 
6.1. What are the procedures used for informing the new employees about the 
policies, regulations & instructions? 
6.2. What are the procedures used to inform employees about the possibility of 
abandoning their services?  
6.3. Are the previous procedures documented? 
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6.4. Based on your opinion, to what extent the knowledge management affects in 
developing the policies & procedures of the HR department? 
6.5. Is there a documented procedure that may encourage the transformation of 
knowledge in the organisation? 
7. Nitaqat Program, KM  and this organisation : 
7.1. Which phase of Nitaqat is this organisation in now? 
7.2. Has Nitaqat affect the expatriates in this organisation? 
7.3. What are the new regulations that related to Nitaqat and have been 
introduced to this organisation and to non-locals employees here?  
7.4. What do you see as the key driver of Nitaqat? 
7.5. How will Nitaqat encourage your organisation to meet its localisation target? 
7.6. Will forcing this program and replacing non locals with locals enhance the 
performance of this organisation? 
7.7. What are the Barriers to localisation of jobs in this organisation? 
7.8. What are the benefits that might be gained by enforcing Nitaqat program in 
the country? 
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Appendix 4 Local employee interview questions  
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1. Nitaqat program and local employees  
 
1.1. What are the effects that you are facing in the implementation of Nitaqat in this 
organisation?  
1.2. What are the benefits from applying Nitaqat in this organisation? 
1.3. How long you have been working in this company?  
1.4. Have the new regulations that related to Nitaqat been introduced to you? By 
whom? 
1.5. What are the Barriers to localisation of jobs in Saudi Arabia from your point of 
view? 
1.6. Do you know which Nitaqat’s zone that this company is in?  
1.7. What do think about the employee replacement process in this company? Is it  
1.8. Do you think that knowledge that you acquired while working in this company 
belong to it? Or you? 
1.9. What are the issues that can help in motivating you to transfer the knowledge? 
1.10. What are the Barriers to localisation of jobs in this organisation from your point of 
view? 
1.11. What are the benefits that might be gained by enforcing Nitaqat program in the 
country from you opinion? 
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Appendix 5 Non-local employee interview questions 
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1. Nitaqat program and non-local employees  
 
1.1. What are the effects that you are facing in the implementation of Nitaqat in this 
organisation? 
1.2. What are the benefits from applying Nitaqat in this organisation? 
1.3. How long you have been working in this company?  
1.4. Have the new regulations that related to Nitaqat been introduced to you? By 
whom? 
1.5. What are the Barriers to localising jobs in Saudi Arabia from your point of view? 
1.6. Do you know which Nitaqat’s zone that this company is in?  
1.7. What do think about the employee replacement process in this company? Is it 
effective? What do you think the best way to transfer knowledge from leaving 
employee to the new one? 
1.8. Do you think that knowledge that you acquired while working in this company 
belong to it? Or you? 
1.9. What are the issues that can help in motivating you to transfer the knowledge? 
1.10. What are the Barriers to localisation of jobs in this organisation from your point of 
view? 
1.11. What are the benefits that might be gained by enforcing Nitaqat program in the 
country from you opinion? 
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Appendix 6 The employment sectors classification and criterion of coloring 
system for private companies working in the respective sectors 
and Saudisation percentages required by the MOL 
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1- TYPE OF ACTIVITY: Agriculture, fishing, grazing, and horse 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0 % RED:0-1% RED:0-1% RED:0-4% RED:0-4% 
YELLOW: 0% YELLOW:2-4% YELLOW:2-5% YELLOW:5-13% YELLOW:5-13% 
GREEN: 0% GREEN:5-24% GREEN:6-26% GREEN:14-26% GREEN:14-26% 
EXCELLENT: 0% EXCELLENT: 25% ABOVE EXCELLENT:27% ABOVE EXCELLENT:27% ABOVE EXCELLENT:27% ABOVE 
2- TYPE OF ACTIVITY: FARMERS & FISHERMAN AND HERDSMEN (PRIVATE)  
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-1% RED:0-1% RED:0-1% RED:0-1% 
YELLOW: 0% YELLOW:2-3% YELLOW:2-5% YELLOW:2-8% YELLOW:2-8% 
GREEN: 0% GREEN:4-24% GREEN:6-26% GREEN:9-26% GREEN:9-26% 
EXCELLENT: 0% EXCELLENT:25% ABOVE EXCELLENT:27% ABOVE EXCELLENT:27% ABOVE EXCELLENT:27% ABOVE 
3- TYPE OF ACTIVITY: AGRICULTURE & LIVESTOCK PRODUCTION 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-1% RED:0-3% RED:0-5% RED:0-5% 
YELLOW: 0% YELLOW:2-4% YELLOW4-7: % YELLOW6-9: % YELLOW:6-9% 
GREEN: 0% GREEN:5-24% GREEN:8-26% GREEN:10-26% GREEN:10-26% 
EXCELLENT: 0% EXCELLENT:25% ABOVE EXCELLENT:27% ABOVE EXCELLENT:27% ABOVE EXCELLENT:27% ABOVE 
4- OIL & GAS EXTRACTION 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-4% RED:0-9% RED:0-14% RED:0-14% 
YELLOW: 0% YELLOW:5-9% YELLOW:10-29% YELLOW:15-34% YELLOW:15-34% 
GREEN: 0% GREEN:10-54% GREEN:30-79% GREEN:35-84% GREEN:35-84% 
EXCELLENT: 0% EXCELLENT:55% ABOVE EXCELLENT:80% ABOVE EXCELLENT:85% ABOVE EXCELLENT:85% ABOVE 
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5- MINES & QUARRIES 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-2% RED:0-5% RED:0-9% RED:0-9% 
YELLOW: 0% YELLOW:3-4% YELLOW:6-19% YELLOW:10-29% YELLOW:10-29% 
GREEN: 0% GREEN:5-29% GREEN:20-44%% GREEN:30-59% GREEN:30-59% 
EXCELLENT: 0% EXCELLENT:30% ABOVE EXCELLENT:45%% ABOVE EXCELLENT:60% ABOVE EXCELLENT:60% ABOVE 
6- MANUFACTURING 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-4% RED:0-5% RED:0-7% RED:0-7% 
YELLOW: 0% YELLOW:5-7% YELLOW:6-14% YELLOW:8-19% YELLOW:8-19% 
GREEN: 0% GREEN:8-24% GREEN:15-29% GREEN:20-34% GREEN:20-34% 
EXCELLENT: 0% EXCELLENT:25% ABOVE EXCELLENT:30 %ABOVE EXCELLENT:35% ABOVE EXCELLENT:35% ABOVE 
7- PETROCHEMICAL, COAL & RUBBER  
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-4% RED:0-7% RED:0-19% RED:0-19% 
YELLOW: 0% YELLOW:5-9% YELLOW:8-24% YELLOW:20-44% YELLOW:20-44% 
GREEN: 0% GREEN:10-30% GREEN:25-44% GREEN:45-79% GREEN:45-79% 
EXCELLENT: 0% EXCELLENT:31% ABOVE EXCELLENT:45% ABOVE EXCELLENT:80% ABOVE EXCELLENT:80% ABOVE 
8- CEMENT INDUSTRY 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-4% RED:0-5% RED:0-7% RED:0-7% 
YELLOW: 0% YELLOW:5-14% YELLOW:6-24% YELLOW:8-29% YELLOW:8-29% 
GREEN: 0% GREEN:15-29% GREEN:25-39% GREEN:30-59% GREEN:30-59% 
EXCELLENT: 0% EXCELLENT:30% ABOVE EXCELLENT:40% ABOVE EXCELLENT:60% ABOVE EXCELLENT:60% ABOVE 
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9- ELECTRICITY, GAS & WATER 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-4% RED:0-5% RED:0-7% RED:0-7% 
YELLOW: 0% YELLOW:5-9% YELLOW:6-14% YELLOW:8-19% YELLOW:8-19% 
GREEN: 0% GREEN:10-29% GREEN:15-63% GREEN:20-69% GREEN:20-69% 
EXCELLENT: 0% EXCELLENT:30% ABOVE EXCELLENT:64% ABOVE EXCELLENT:70% ABOVE EXCELLENT:70% ABOVE 
10- BUILDING MATERIALS & CONSTRUCTION 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-1% RED:0-1% RED:0-3% RED:0-4% 
YELLOW: 0% YELLOW:2-4% YELLOW:2-5% YELLOW:4-6% YELLOW:5-7% 
GREEN: 0% GREEN:5-24% GREEN:6-27% GREEN:7-30% GREEN:8-30% 
EXCELLENT: 0% EXCELLENT:25% ABOVE EXCELLENT:28% ABOVE EXCELLENT:31% ABOVE EXCELLENT:31% ABOVE 
11- MAINTENANCE & CLEANING, OPERATION & SUBSITANCE 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-1% RED:0-2% RED:0-3% RED:0-3% 
YELLOW: 0% YELLOW:2-4% YELLOW:3-5% YELLOW:4-6% YELLOW:4-6% 
GREEN: 0% GREEN:5-24% GREEN:6-27% GREEN:7-30% GREEN:7-30% 
EXCELLENT: 0% EXCELLENT:25% ABOVE EXCELLENT:28% ABOVE EXCELLENT:31% ABOVE EXCELLENT:31% ABOVE 
12- WHOLESALE &RETAIL TRADE 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-4% RED:0-4% RED:0-9% RED:0-9% 
YELLOW: 0% YELLOW:5-9% YELLOW:5-16% YELLOW:10-23% YELLOW:10-24% 
GREEN: 0% GREEN:10-26% GREEN:17-33% GREEN:24-34% GREEN:25-36% 
EXCELLENT: 0% EXCELLENT:27% ABOVE EXCELLENT:34% ABOVE EXCELLENT:35% ABOVE EXCELLENT:37% ABOVE 
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13- TRADING GOLD & JEWELLERY 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-9% RED:0-9% RED:0-9% RED:0-9% 
YELLOW: 0% YELLOW:10-14% YELLOW:10-19% YELLOW:10-28% YELLOW:10-28% 
GREEN: 0% GREEN:15-54% GREEN:20-59% GREEN:29-59% GREEN:29-59% 
EXCELLENT: 0% EXCELLENT:55% ABOVE EXCELLENT:60% ABOVE EXCELLENT:60% ABOVE EXCELLENT:60% ABOVE 
14- PHARMACIES & DRUG STORES 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-4% RED:0-50% RED:0-9% RED:0-9% 
YELLOW: 0% YELLOW:5-6% YELLOW:6-12% YELLOW:10-14% YELLOW:10-14% 
GREEN: 0% GREEN:7-19% GREEN:13-29% GREEN:15-29% GREEN:15-29% 
EXCELLENT: 0% EXCELLENT:20% ABOVE EXCELLENT:30% ABOVE EXCELLENT:30% ABOVE EXCELLENT:30% ABOVE 
15- NUTRITION SERVICES 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-1% RED:0-1% RED:0-4% RED:0-4% 
YELLOW: 0% YELLOW:2-4% YELLOW:2-6% YELLOW:5-15% YELLOW:5-15% 
GREEN: 0% GREEN:5-24% GREEN:7-27% GREEN:16-30% GREEN:16-30% 
EXCELLENT: 0% EXCELLENT:25% ABOVE EXCELLENT:28% ABOVE EXCELLENT:31% ABOVE EXCELLENT:31% ABOVE 
16- ACCOMMODATION & TOURISM 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-1% RED:0-4% RED:0-4% RED:0-5% 
YELLOW: 0% YELLOW:2-5% YELLOW:5-17% YELLOW:5-17% YELLOW:6-17% 
GREEN: 0% GREEN:6-26% GREEN:18-39% GREEN:18-39% GREEN:18-41% 
EXCELLENT: 0% EXCELLENT:27% ABOVE EXCELLENT:40% ABOVE EXCELLENT:40% ABOVE EXCELLENT:42% ABOVE 
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17- TRANSPORT OF PASSENGERS AND GOODS OUTSIDE THE CITIES 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-0% RED:0-4% RED:0-4% RED:0-4% 
YELLOW: 0% YELLOW:1-4% YELLOW:5-8% YELLOW:5-9% YELLOW:5-9% 
GREEN: 0% GREEN:5-19% GREEN:9-24% GREEN:10-39% GREEN:10-39% 
EXCELLENT: 0% EXCELLENT:20% ABOVE EXCELLENT:25% ABOVE EXCELLENT:40% ABOVE EXCELLENT:40% ABOVE 
18- GROUND TRANSPORTATION OF PASSENGERS WITHIN THE CITY 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-4% RED:0-4% RED:0-4% RED:0-4% 
YELLOW: 0% YELLOW:5-11% YELLOW:5-11% YELLOW:5-11% YELLOW:5-11% 
GREEN: 0% GREEN:12-34% GREEN:12-39% GREEN:12-44% GREEN:12-44% 
EXCELLENT: 0% EXCELLENT:35% ABOVE EXCELLENT:40% ABOVE EXCELLENT:45% ABOVE EXCELLENT:45% ABOVE 
19- ROAD TRANSPORT OF GOODS WITHIN CITIES 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-5% RED:0-6% RED:0-7% RED:0-7% 
YELLOW: 0% YELLOW:6-9% YELLOW:7-10% YELLOW:8-11% YELLOW:8-11% 
GREEN: 0% GREEN:10-19% GREEN:11-20% GREEN:12-21% GREEN:12-21% 
EXCELLENT: 0% EXCELLENT:20% ABOVE EXCELLENT:21% ABOVE EXCELLENT:22% ABOVE EXCELLENT:22% ABOVE 
20- MARITIME TRANSPORT 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-5% RED:0-9% RED:0-9% RED:0-9% 
YELLOW: 0% YELLOW:6-17% YELLOW:10-24% YELLOW:10-24% YELLOW:10-24% 
GREEN: 0% GREEN:18-64% GREEN:25-69% GREEN:25-74% GREEN:25-74% 
EXCELLENT: 0% EXCELLENT:65% ABOVE EXCELLENT:70% ABOVE EXCELLENT:75% ABOVE EXCELLENT:75% ABOVE 
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21- STORAGE  
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-4% RED:0-9% RED:0-9% RED:0-9% 
YELLOW: 0% YELLOW:5-7% YELLOW:10-19% YELLOW:10-29% YELLOW:10-29% 
GREEN: 0% GREEN:8-29% GREEN:20-39% GREEN:30-44% GREEN:30-44% 
EXCELLENT: 0% EXCELLENT:30% ABOVE EXCELLENT:40% ABOVE EXCELLENT:45% ABOVE EXCELLENT:45% ABOVE 
22- AIR TRANSPORT 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-6% RED:0-8% RED:0-9% RED:0-9% 
YELLOW: 0% YELLOW:7-19% YELLOW:9-24% YELLOW:10-29% YELLOW:10-29% 
GREEN: 0% GREEN:20-59% GREEN:25-59% GREEN:30-59% GREEN:30-59% 
EXCELLENT: 0% EXCELLENT:60% ABOVE EXCELLENT:60% ABOVE EXCELLENT:60% ABOVE EXCELLENT:60% ABOVE 
23- COMMUNICATIONS  
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-6% RED:0-9% RED:0-9% RED:0-9% 
YELLOW: 0% YELLOW:7-19% YELLOW:10-29% YELLOW:10-29% YELLOW:10-29% 
GREEN: 0% GREEN:20-59% GREEN:30-69% GREEN:30-74% GREEN:30-74% 
EXCELLENT: 0% EXCELLENT:60% ABOVE EXCELLENT:70% ABOVE EXCELLENT:75% ABOVE EXCELLENT:75% ABOVE 
24- INSURANCE & BUSINESS SERVICES 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-4% RED:0-4% RED:0-4% RED:0-4% 
YELLOW: 0% YELLOW:5-9% YELLOW:5-19% YELLOW:5-19% YELLOW:5-19% 
GREEN: 0% GREEN:10-39% GREEN:20-54% GREEN:20-54% GREEN:20-54% 
EXCELLENT: 0% EXCELLENT:40% ABOVE EXCELLENT:55% ABOVE EXCELLENT:55% ABOVE EXCELLENT:55% ABOVE 
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25- BANKS & FINANCIAL INSTITUTIONS 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-9% RED:0-19% RED:0-49% RED:0-49% 
YELLOW: 0% YELLOW:10-29% YELLOW:20-49% YELLOW:50-64% YELLOW:50-64% 
GREEN: 0% GREEN:30-79% GREEN:50-89% GREEN:65-89% GREEN:65-89% 
EXCELLENT: 0% EXCELLENT:80% ABOVE EXCELLENT:90% ABOVE EXCELLENT:90% ABOVE EXCELLENT:90% ABOVE 
26- REAL ESTATE SERVICES & COLLECTION OFFICES 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-4% RED:0-4% RED:0-4% RED:0-4% 
YELLOW: 0% YELLOW:5-17% YELLOW:5-17% YELLOW:5-17% YELLOW:5-17% 
GREEN: 0% GREEN:18-59% GREEN:18-59% GREEN:18-59% GREEN:18-59% 
EXCELLENT: 0% EXCELLENT:60% ABOVE EXCELLENT:60% ABOVE EXCELLENT:60% ABOVE EXCELLENT:60% ABOVE 
27- CONSULTING SERVICES & BUSINESS 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-4% RED:0-5% RED:0-6% RED:0-6% 
YELLOW: 0% YELLOW:5-9% YELLOW:6-11% YELLOW:7-11% YELLOW:7-11% 
GREEN: 0% GREEN:10-39% GREEN:12-39% GREEN:12-39% GREEN:12-39% 
EXCELLENT: 0% EXCELLENT:40% ABOVE EXCELLENT:40% ABOVE EXCELLENT:40% ABOVE EXCELLENT:40% ABOVE 
28- SOCIAL & COMMUNITY SERVICES  
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-1% RED:0-4% RED:0-9% RED:0-9% 
YELLOW: 0% YELLOW:2-4% YELLOW:5-16% YELLOW:10-21% YELLOW:10-21% 
GREEN: 0% GREEN:5-39% GREEN:17-64% GREEN:22-74% GREEN:22-74% 
EXCELLENT: 0% EXCELLENT:40% ABOVE EXCELLENT:65% ABOVE EXCELLENT:75% ABOVE EXCELLENT:75% ABOVE 
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29- OFFICES OF PUBLIC SERVICES 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-9% RED:0-9% RED:0-9% RED:0-9% 
YELLOW: 0% YELLOW:10-29% YELLOW:10-29% YELLOW:10-29% YELLOW:10-29% 
GREEN: 0% GREEN:30-89% GREEN:30-89% GREEN:30-89% GREEN:30-89% 
EXCELLENT: 0% EXCELLENT:90% ABOVE EXCELLENT:90% ABOVE EXCELLENT:90% ABOVE EXCELLENT:90% ABOVE 
30- ELIGIBILITY RECRUITERS 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-9% RED:0-9% RED:0-9% RED:0-9% 
YELLOW: 0% YELLOW:10-29% YELLOW:10-29% YELLOW:10-29% YELLOW:10-29% 
GREEN: 0% GREEN:30-89% GREEN:30-89% GREEN:30-89% GREEN:30-89% 
EXCELLENT: 0% EXCELLENT:90% ABOVE EXCELLENT:90% ABOVE EXCELLENT:90% ABOVE EXCELLENT:90% ABOVE 
31- PERSONAL SERVICES 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-1% RED:0-4% RED:0-4% RED:0-4% 
YELLOW: 0% YELLOW:2-6% YELLOW:5-12% YELLOW:5-12% YELLOW:5-12% 
GREEN: 0% GREEN:7-29% GREEN:13-64% GREEN:13-64% GREEN:13-64% 
EXCELLENT: 0% EXCELLENT:30% ABOVE EXCELLENT:65% ABOVE EXCELLENT:65% ABOVE EXCELLENT:65% ABOVE 
32- MAINTENANCE WORKSHOPS & STORES 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-1% RED:0-2% RED:0-14% RED:0-14% 
YELLOW: 0% YELLOW:2-4% YELLOW:3-6% YELLOW:15-29% YELLOW:15-29% 
GREEN: 0% GREEN:5-29% GREEN:7-34% GREEN:30-39% GREEN:30-39% 
EXCELLENT: 0% EXCELLENT:30% ABOVE EXCELLENT:35% ABOVE EXCELLENT:40% ABOVE EXCELLENT:40% ABOVE 
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33- PRINTING, PUBLISHING & MEDIA  
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-1% RED:0-9% RED:0-14% RED:0-14% 
YELLOW: 0% YELLOW:2-9% YELLOW:10-19% YELLOW:15-34% YELLOW:15-34% 
GREEN: 0% GREEN:10-34% GREEN:20-39% GREEN:35-64% GREEN:35-64% 
EXCELLENT: 0% EXCELLENT:35% ABOVE EXCELLENT:40% ABOVE EXCELLENT:65% ABOVE EXCELLENT:65% ABOVE 
34- LABORATORY  
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-9% RED:0-10% RED:0-11% RED:0-11% 
YELLOW: 0% YELLOW:10-14% YELLOW:11-15% YELLOW:12-16% YELLOW:12-16% 
GREEN: 0% GREEN:15-29% GREEN:16-30% GREEN:17-31% GREEN:17-31% 
EXCELLENT: 0% EXCELLENT:30% ABOVE EXCELLENT:31% ABOVE EXCELLENT:32% ABOVE EXCELLENT:32% ABOVE 
35- HEALTH SERVICES 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-4% RED:0-9% RED:0-9% RED:0-9% 
YELLOW: 0% YELLOW:5-13% YELLOW:10-15% YELLOW:10-19% YELLOW:10-19% 
GREEN: 0% GREEN:14-29% GREEN:16-29% GREEN:20-34% GREEN:20-34% 
EXCELLENT: 0% EXCELLENT:30% ABOVE EXCELLENT:30% ABOVE EXCELLENT:35% ABOVE EXCELLENT:35% ABOVE 
36- KINDERGARTENS, INSTITUTES AND COLLEGES 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-9% RED:0-11% RED:0-14% RED:0-14% 
YELLOW: 0% YELLOW:10-33% YELLOW:12-34% YELLOW:15-34% YELLOW:15-34% 
GREEN: 0% GREEN:34-69% GREEN:35-69% GREEN:35-69% GREEN:35-69% 
EXCELLENT: 0% EXCELLENT:70% ABOVE EXCELLENT:70% ABOVE EXCELLENT:70% ABOVE EXCELLENT:70% ABOVE 
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37- PRIVATE & PUBLIC SCHOOLS FOR GIRLS 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-29% RED:0-39% RED:0-39% RED:0-39% 
YELLOW: 0% YELLOW:30-49% YELLOW:40-49% YELLOW:40-49% YELLOW:40-49% 
GREEN: 0% GREEN:50-79% GREEN:50-79% GREEN:50-79% GREEN:50-79% 
EXCELLENT: 0% EXCELLENT:80% ABOVE EXCELLENT:80% ABOVE EXCELLENT:80% ABOVE EXCELLENT:80% ABOVE 
38- PRIVATE AND PUBLIC SCHOOLS FOR BOYS  
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-9% RED:0-14% RED:0-14% RED:0-14% 
YELLOW: 0% YELLOW:10-19% YELLOW:15-19% YELLOW:15-19% YELLOW:15-19% 
GREEN: 0% GREEN:20-39% GREEN:20-39% GREEN:20-39% GREEN:20-39% 
EXCELLENT: 0% EXCELLENT:40% ABOVE EXCELLENT:40% ABOVE EXCELLENT:40% ABOVE EXCELLENT:40% ABOVE 
39- FOREIGN SCHOOLS 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-4% RED:0-6% RED:0-6% RED:0-6% 
YELLOW: 0% YELLOW:5-9% YELLOW:7-14% YELLOW:7-14% YELLOW:7-14% 
GREEN: 0% GREEN:10-29% GREEN:15-29% GREEN:15-29% GREEN:15-29% 
EXCELLENT: 0% EXCELLENT:30% ABOVE EXCELLENT:30% ABOVE EXCELLENT:30% ABOVE EXCELLENT:30% ABOVE 
40- SECURITY GUARDS  
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-49% RED:0-50% RED:0-51% RED:0-51% 
YELLOW: 0% YELLOW:50-74% YELLOW:51-75% YELLOW:52-76% YELLOW:52-76% 
GREEN: 0% GREEN:75-84% GREEN:76-85% GREEN:77-86% GREEN:77-86% 
EXCELLENT: 0% EXCELLENT:85% ABOVE EXCELLENT:86% ABOVE EXCELLENT:87% ABOVE EXCELLENT:87% ABOVE 
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41- EMPLOYMENT AGENCIES 
NUMBER OF EMPLOYEES: 
LESS THAN 10 
NUMBER OF EMPLOYEES: 
10 up to 49 
NUMBER OF EMPLOYEES: 
50-499 
NUMBER OF EMPLOYEES: 
500-2999 
NUMBER OF EMPLOYEES: 
3000 and more 
RED: 0% RED:0-49% RED:0-50% RED:0-51% RED:0-51% 
YELLOW: 0% YELLOW:50-74% YELLOW:51-75% YELLOW:52-76% YELLOW:52-76% 
GREEN: 0% GREEN:75-84% GREEN:76-85% GREEN:77-86% GREEN:77-86% 
EXCELLENT: 0% EXCELLENT:85% ABOVE EXCELLENT:86% ABOVE EXCELLENT:87% ABOVE EXCELLENT:87% ABOVE 
 
